Office of Worker and Community Transition

SECTION II:

1.0

Background

DEFENSE NUCLEAR SITES

Defense nuclear sites accounted for 87 percent of al workers separated in FY 1999,

1.1

Separations

There were 1,593 defense prime-contractor positions reduced in FY 1999 (Exhibit 11.1).

SITE: DEFENSFE SITES FY 1999
Enhanced
Workers Costs | Program Costs | Total Costs |Total Cost/Recin. |
1.00Positions Reduced Voluntarily 900 $935 735 $183803751 $19316110 $21.462
11 Earlv Retirement 120 S0 $5 447 497 K5 447 497 $45 206
1.2 Non-Retirement Voluntarv Senarations (Severance Onlv) 503 $935 735 $12.932 878 $13 868 613 $27 572
12 Net Positions Rediiced Throuah Attrition 277 S0 $0 $0 $0
2.0lnvoluntary Separations (Severance Onlv) 693 $426 375 $5.917.019 $6.343 394 $9.154
21 With Renefits 410 $426 375 $5017 019 $6 343 304 $15 472
211 Non-construction workers 353 $156.618 $5.917.019 $6.073.637 $17.206
212 Caonstriiction workers 57 $269 757 $0 $269 757 $4 7323
2.2 Without Benefits 283 $0 $0 $0 $0
Waork Force Restriictuiring Senarations and Costs -- 1 ines 1 042 0 1503 $1 362 110 $24 297 2394 $25 AR50 504 $16 108
3. 0lRemaininn Affected \Warkers K0 $32 000 $32 000
21 \Warkers Placed withant Retrainina 784 K0 |0 &0 &0
3.2 Workers Internallv Placed throuah Retraining 24 $0 $32.000 $32.000 $1.333
2123 Transfers tn Other Siteg [ K0 |0 &0 &0
4.0]Other Benefits Provided $3.040.865 $1.546.689 $4 587,554
4.1 Disnlaced \Waorker Medical Renefitg [e[NN $265 030 $1.434 297 $1 690 227 $1 778
42 Relocation Assistance 9 $26.692 $0 $26.692 $2 966
43 Senarating or Senarated \Warkerg Llsing Quitnlacement 27688 $1 163 817 $£112 292 $£1 276 000 $461
44 Education Assistance for Separated Workers 1151 $1.585.526 $0 $1.585.526 $1.378
BOITOTAI COSTS FOR FISCAI YEAR 1999 n/a $4 402 975 $25 ]76 082 $20 279 058 n/a
6 0JWORK FORCF RESTRUCTURING SEPARATIONS (Averaae CostsY(1) 1.593 n/a n/a n/a $18.102
ZOINON-RETIREMENT V/OI LINTARY SEPARATIONS (All Renefits) (1) 503 n/a n/a n/a $21 051
8.0LINVOIL UNTARY SEPARATIONS (All Benefits) (1) 410 n/a n/a n/a $18.951
9 0]Other Senarationg (2) 22 $18R8 87 $£29 738 K218 A28 $£9 028
9.1 Voluntarilv Senarated 11 $188 887 $0 $188 887 $17.172
9.2 Involuntarilv Separated 11 $0 $29.738 $29.738 $2.703

FOR ALL SITES
Note 1. See Historical Average Costs of Other Benefits for explanation of costs per recipients.
Note 2. Based on best available information; may be underreported due to variations in tracking subcontractor employment at
different sites.

Exhibit 1.1 Defense Sites Work Force Restructuring Summary
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Of these separations, 900 positions were reduced voluntarily: 120 took early retirement, 503 accepted
avoluntary separation package, and 277 positions were reduced through managed attrition. An
additional 693 were separated involuntarily (Exhibit 11.2).
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Exhibit 1.2 Defense Nuclear Site Separations for FY 1999

.2  Cost Savings and Separation Costs

Cost Savings. Theannua cost savings associated with the 1,593 contractor employees separated
from defense nuclear sitesin FY 1999 was $118 million,*® versus the initid one-time cost of $30 million

(Exhibit 11.3).

13 Individual employee compensation averaged $74,214 for salary and benefits annually, based on
data compiled by the Department’ s Office of Procurement Assistance and adjusted for inflation.
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Exhibit 1.3 Cost and Savings for FY 1999
Defense Site Reductions in Employment

Separation Costs. Tota separation costs were $30 million in FY 1999. Of these cogts, $3.7 million
were enhanced cogts paid for by the Office and $26.6 million, were cogts paid for by the various
programs responsible for the Sites covered in thisreport. The estimated fully-burdened cost per prime-
contractor separation at defense nuclear sitesin FY 1999 was approximately $18,100.2* The average
cost per early retirement was $45,400. The estimated incentive cost per recipient for non-retirement
voluntary programs was $27,600, with a fully-burdened cost with benefits of $31,000. Severance
costs per recipient for involuntary separations was $15,500, with a fully-burdened cost with benefits of
$18,950.

14 A fully-burdened cost per voluntary or involuntary separation is calculated by taking the average

severance/incentive cost and adding a per capita historical average cost for other benefits of
$3,479. Thefully-burdened cost for all separations uses a prorated historical average based on the
ratio of separated workers eligible for benefits.
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1.3  Mitigating Restructuring Impacts

Placement. InFY 1999, 873 employees were placed in other positions, either at the same Site or
other dtes. The mgority (784) were placed at their same Site without retraining.

Medical Benefits. 1n 1999, 956 separated workers took extended medical benefits with an average
cost of $1,800 per worker. Recipients may have been separated in prior years.

Relocation. InFY 1999, nine employees received relocation assistance at an average cost of $3,000.
Recipients may have been separated in prior years.

Outplacement. InFY 1999, 2,768 workers used outplacement services, with an average cost of
$500 per worker. Outplacement services are typicaly available to both prime-contractor and
subcontractor workers. Recipients may have been separated in prior years.

Educational Assistance. InFY 1999, 1,151 workers received educational assistance with
educational cogts averaging about $1,400 each. Recipients may have been separated in prior years.

1.4 Site Summaries

Site summaries follow the same generd structure asthe total defense nuclear sites summary with the
following exceptions

C Mitigation. Mitigation measures usudly appear in the discussion of restructuring costs.  Not
al mitigation measures were used at each Ste. Consequently, discussion of some of these
measures is not included in the Ste summaries

C Community Transition. Only 12 defense nuclear Sites have received community trangtion
assistance; therefore, not dl site summaries contain this discusson.

C Subcontractor Separations. The Department has not historicaly tracked subcontractor
employment data. Reporting subcontractor separationsis not consstent across Stes.  After
work force restructuring began in FY 1993, the Office has tried to track separationsin cases
where work shifted from the scope of the management contract to various subcontracts.
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11.4.1 Argonne National Laboratory

11.4.1.1 Background

Argonne National Laboratory is alarge multi-program laboratory operated by the University of
Chicago for the U.S. Department of Energy. The Laboratory’ s mission is basic research and
technology development to meet nationd goas in scientific leadership, energy technology,
environmenta qudity, and nationa security. To accomplish its misson for the Department and the
Nation, Argonne gtrives continudly to advance the frontiers of science and to useits leading-edge
capabilities in science and engineering to provide quaity solutions for customers and stakeholders. In
these efforts, the Laboratory often works closaly with other DOE laboratories so that the full
capabilities of the DOE laboratory system are brought to bear on priority problemsin science and
technology.

11.4.1.2 History of Work Force Restructuring

Work force restructuring began at the Argonne National Laboratory in FY 1995 when it separated 250
employees, most through a voluntary separation program. Restructuring continued in FY 1996 with
144 separations, most involuntary. In FY 1997, Argonne Nationd Laboratory was reclassfied from a
defense nuclear ste to a non-defense Site. The Department determined that the Laboratory did not
meet the definition of a defense nuclear facility under the Atomic Energy Act and that the work force
changes that have occurred at the Site were not related to a comprehensive change in mission resulting
from the end of the Cold War. Argonne separated 189 employeesin FY 1997 and 103 employeesin
FY 1998, through both voluntary and involuntary reductions.

11.4.1.3 Current Work Force Restructuring

In FY 1999, Argonne Nationa Laboratory was reclassified from a non-defense site back to a defense
dgte. Therewereatotd of 101 separationsin FY 1999 (Exhibit 11.4). There were 74 voluntary
separdions, including 62 early retirements and 12 non-retirement voluntary separations. There were
aso 27 involuntary separations. In addition, there were four workers placed interndly without
retraning.

Outsourcing. No outsourcing activity occurred during FY 1999.
Rehires. Two employees wererehired in FY 1999. Based upon stipulations agreed to at the time of

their separations, applicable amounts of severance payments received were paid back to the
Laboratory.
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SITE: Araonne National Laboratorv FY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip
OlPositions Reduced Voluntarily 74 $0 | $3438841 $3.438 841 $46.471
1.1 Earlv Retirement 62 $0 | $2.917.452 $2.917.452 $47.056
1.2 Non-Retirement Voluntarv Separations (Severance Onlv) 12 $0 $521.389 $521.389 $43.449

1.3 Net Positions Reduced Throuah Attrition

2 Ollnvoluntarv Senarations (Severance Onlv) 27 $0 $727 785 $§727 785 $26 955
2.1 With Benefits 27 $0 $727.785 $727.785 $26.955
211 Non-construction workers 27 $0 $727 785 $§727 785 $26 955
2.1.2 Construction workers
2.2 Without Benefits
Work Force Restructuring Separations and Costs -- lines 1.0+2.0 101 $0 1 $4 166 .626 $4 166 .626 $41 254
| 3 0OIRemainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina 4 $0 $0 $0 $0
3.2 Workers Internallv Placed throuah Retrainina
3.3 Transfers to Other Sites
4.0l0ther Benefits Provided $0 $11.692 $11.692

4 1  Disnlaced Warker Medical Benefits
4.2 Relocation Assistance

4.3 Separatina or Separated Workers Usina Outpblacement 12 $0 $11.692 $11.692 $974
4.4 Education Assistance for Separated Workers

5 OITOTAI COSTS FOR FISCAI YFAR 1999 n/a $0 $4.178 318 $4.178 318 n/a
ORK FORCE RESTRUCTURING SEPARATIONS (Average Costs) 101 n/a n/a n/a $42 597

? i |C(’)N-RFTIRFMFNT VOI UNTARY SFPARATIONS (All Renefits) 12 n/a n/a n/a $46 928

8.0JINVOLUNTARY SEPARATIONS (All Benefits) 27 n/a n/a n/a $30.434

ther Senarations 0 $0 $0 $0 $0 |
i ed
9.2 Involuntarily Separated

Exhibit 1.4 Argonne National Laboratory Work Force Restructuring Summary

[1.4.1.4 Costs of Restructuring

The totd work force restructuring cost incurred in FY 1999 a Argonne was $4.2 million, dl of which
were program cogts (Exhibit 11.4). The average cost per early retirement was $47,000. The average
estimated fully-burdened cost per non-retirement voluntary separation was $46,900 and $30,400 per
involuntary separation. The average cost of outplacement assistance was $974. The average savingsin
sdary and benefits for the 101 positions reduced was $7.5 million, for a one-time severance cost of
$4.2 million.

[1.4.1.5 Outplacement
Argonne provides individua and group workshops on marketing, job hunting techniques, networking,

resume development, |etter writing, interviewing techniques, educationd and training gods, financia
planning, plus follow-up or progress sessions for individuals through contracted service agencies.
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Preference-in-Hiring. There are currently no reduction-in-force individuals with gpplicable
preference-in-hiring. No one has been placed at Argonne during FY 1999 with preference-in-hiring
provisons.

[1.4.1.6 Future of the Site

It is expected that Argonne Nationa Laboratory will continue, for the foreseesble future, to carry out its
mission in basic research and technology development. There is no forecasted significant changein
misson or employmen.

11.4.1.7 Accomplishments and Lessons Learned

C Inrecent years, the utilization of Voluntary Separation Programs has successfully reduced the
number of employees needing to be involuntarily separated when reductions-in-force have been

necessary.

C Sincethe misson of the Laboratory has remained constant, no significant work force
restructuring has occurred at Argonne National Laboratory.
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11.4.2 Brookhaven National Laboratory
11.4.2.1 Background

Brookhaven National Laboratory (BNL) is alarge multi-program Laboratory operated by Brookhaven
Science Associates for the U.S. Department of Energy (DOE). The Laboratory’s broad missonisto
produce excdllent science in a safe, environmentally benign manner with the cooperation, support and
gppropriate involvement of our many communities. Specificaly, the mission of BNL, which supports
the U. S. Department of Energy’ s strategic missions, is to:

C Conceve, desgn, congtruct, and operate complex, leading-edge, user-oriented facilitiesin a
safe and environmentaly benign manner that is responsive not only to the DOE, but dso to the
needs of the users.

C Cary out basic and gpplied research in long-term programs at the frontier of science that
supports DOE missions and the needs of the Laboratory’ s users community.

C Deveop advanced technologies that address nationd needs and initiate their transfer to other
organizations and to the commercia sector.

C Disseminate technicd knowledge to educate new generations of scientists and engineers, to
maintain currency in the nation’swork force, and to encourage scientific avareness in the
generd public.

11.4.2.2 History of Work Force Restructuring

Work force restructuring at Brookhaven National Laboratory began in FY 1995 when it separated 332
employees, the mgority through voluntary atrition, early retirement, and non-retirement voluntary
separation. In FY 1996, an additiona 270 employees were separated, with most leaving through
attrition and some early retirement and non-retirement voluntary separations. In FY 1997, Brookhaven
Nationd Laboratory was reclassified from a defense nuclear site to anon-defense site. The
Department determined that the Laboratory did not meet the definition of a defense nuclear facility
under the Atomic Energy Act and that the work force changes that have occurred at the site were not
related to a comprehensive change in mission resulting from the end of the Cold War. In FY 1997,
there were 69 separations with the mgjority of individuas receiving early retirement. Brookhaven
separated atotal of 52 employeesin FY 1998, most through voluntary separation programs. Since FY
1995, the mgjority (93 percent) of separations have been voluntary.
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11.4.2.3 Current Work Force Restructuring

In FY 1999, Brookhaven Nationa Laboratory was reclassified from a non-defense site back to a
defense site. There were atota of 72 separations at Brookhaven in FY 1999 (Exhibit 11.5). There
were 68 voluntary separations, including 57 early retirements and 11 non-retirement separations. There
were aso 4 involuntary separations. In addition, there were 11 workers placed internally without
retraning.

SITE: Brookhaven National Laboratorv FY 1999
Enhanced Program Total Total
Workers Costs Costs Costs Cost/Recip, |
OlPositions Reduced Voluntarily 68 $0 | $2 713684 $2 713 684 $39.907
1.1 Earlv Retirement 57 $0 | $2.497.663 $2.497.663 $43.819
1.2 Non-Retirement Voluntarv Separations (Severance Onlv) 11 $0 $216.021 $216.021 $19.638
1.3 Net Positions Reduced Throuah Attrition
2 Ollnvoluntarv Senarations (Severance Onlv) 4 $0 $40.857 $40.857 $10.214
2.1 With Benefits 4 $0 $40.857 $40.857 $10.214
211 Non-construction workers 4 $0 $40.857 $40.857 $10.214
2.1.2 Construction workers
2.2 Without Benefits
Work Force Restructuring Separations and Costs -- lines 1.0+2.0 72 $0 | $2 754 541 $2 754 541 $38 258
3 0Remainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina 11 $0 $0 $0 $0
3.2 Workers Internallv Placed throuah Retrainina
3.3 Transfers to Other Sites
4.0l0ther Benefits Provided $0 $215.000 $215.000
4 1 Disnlaced Worker Medical Benefits 51 $0 $215.000 $215.000 $4 216
4.2 Relocation Assistance
4.3 Sebparatina or Separated Workers Usina Outpblacement
4.4 Education Assistance for Separated Workers
5 0ITOTAL COSTS FOR FISCAI YEAR 1999 n/a $0 $2.969.541 $2.969.541 n/a
ORK FORCF RESTRUCTURING SFPARATIONS (Averaae Costs) 72 n/a n/a n/a $38.082
ON-RETIREMENT VOIL UNTARY SEPARATIONS (All Benefits) 11 n/a n/a n/a $23117
8.0|INVOLUNTARY SEPARATIONS (All Benefits) 4 n/a n/a n/a $13.693
ther Senarations 0 $0 $0 $0 $0 |
9.2 Involuntarily Separated

Exhibit 1.5 Brookhaven National Laboratory Work Force Restructuring Summary

Outsourcing. During FY 1999, the Laboratory, through its make-or-buy program, outsourced its
telecommunications function. There were no reductions-in-force associated with this activity.

Rehires. Over the past threefiscal years, two involuntarily separated employees were rehired. In
accordance with reemployment restrictions agreed to at the time of their separations, no repayment of
Severance payments received was required.
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11.4.2.4 Costs of Restructuring

Thetotal work force restructuring cost incurred in FY 1999 at Brookhaven was $2.9 million, al of
which was program cogt (Exhibit 11.5). The average cost per early retirement was $43,800. The
average estimated fully-burdened was $23,100 cost per non-retirement voluntary separation and
$13,700 per involuntary separations. The average cost of displaced worker medical benefits was
$4,216. The average savingsin sdlary and benefits for the 72 positions reduced was $5.3 million, for a
one-time severance cost of $2.7 million.

[1.4.2.5 Outplacement

All involuntary reduction-in-force employees are assigned to arecruiter in the Laboratory’s
Employment Group for counseling (as needed) and ass stance with resume preparation, revision and
reproduction. Referrds are made to fill Laboratory vacancies for which they qualify and assstance is
provided for seeking outside employment.

Preference-in-Hiring. Any employee involuntarily RIF d is given preference-in-hiring for 52 weeks
after that action hastaken place. In addition, as requested, information is entered in the DOE JOBBS
databank. At the present time, no employees covered under section 3161 are being considered under
applicable preference-in-hiring provisons.

[1.4.2.6 Future of the Site

Brookhaven Nationa Laboratory envisons afuture of acceerating progressin linking fundamentd
knowledge of the structure of matter with the practical technologies needed to address the most
chdlenging problems of society. In this context, the Laboratory will provide innovative and powerful
facilities that permit researchers from al over the world to make this link, and will foster the gpplication
of those facilities to problems of nationd significance consstent with Department of Energy objectives.

The misson of the Laboratory has remained unchanged and is expected to continue in the manner
noted above. At thistime, no significant work force restructuring is expected at Brookhaven National
Laboratory.
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11.4.2.7 Accomplishments and Lessons Learned

C The Laboratory has used term and project appointments for its construction projects. The use
of such appointments reduces the need for involuntary separations and reduces the cost of
providing severance pay.

C Theutilization of Voluntary Separation Programs has successfully reduced the number of
employees who otherwise would have been involuntarily separated when reductions-in-force
have been necessary.
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11.4.3 Idaho National Engineering and Environmental Laboratory
11.4.3.1 Background

The Idaho Nationa Engineering Laboratory became the Idaho Nationa Engineering and Environmental
Laboratory (INEEL) in FY 1997 to reflect the new missions of the Laboratory and its focus on the
technica challenges reated to the environment. The name change reflects the mgor engineering and
research role the INEEL provides nationally to the Department’ s Environmental Management program.

The mission of INEEL isto clean up the environmenta legacy resulting, in part, from production
priorities during the Cold War, to execute multi-program missions, and leverage the Laboratory’s
expertise with emerging technology to meet the Nation's needs through world-class gpplied
engineering. INEEL’svison isto be recognized as the nationd engineering and environmental
laboratory operating in amulti-program mode. INEEL’s misson is shifting from nuclear technology
research to addressing environmenta concerns, growing new missions, and creating new jobs based on
the extensions of facility strengths related to Department and nationa needs.

The INEEL’s new direction includes five business objectives: (1) combine systems and testing
capabilities to establish the Environmenta Engineering and Technology Complex; (2) use facilities
required to fulfill waste disposition plans and agreements to cregte the Waste Treatment Center; (3)
increaseitsrole in nationa security; (4) increase its contributions in nuclear technologies and
aoplications, and (5) expand into derived nationa environmental missons.

The prime contractor changed at the INEEL on October 1, 1999 to Bechtel B& W, Idaho (BBWI).

11.4.3.2 History of Work Force Restructuring

INEEL experienced five work force restructuring efforts from FY 1993 through FY 1996. The security
force had two separations, both voluntary and involuntary during FY 1993 and FY 1994. In addition
the prime contractor had one early retirement incentive package and two voluntary separation packages
during FY 1995 and FY 1996. Tota separations from FY 1993 through FY 1996 were 1,945; only 20
separations were involuntary. There were no prime contractor positions reduced in FY 1997, FY
1998, or FY 1999.
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11.4.3.3 Current Work Force Restructuring

Because of efforts by the Department’ s Idaho Operations Office and the contractors at the INEEL to
transfer people interndly, potentia layoffsin both FY 1997 and FY 1998 were averted. There were
three involuntary separationsin FY 1999 (Exhibit 11.6). There was anet increase of 314 employees
(606 hires, 292 terminations) through September 30, 1999. New hires exceeded gross attrition,
therefore there were no positions reduced through net attrition. BWI assmed the contract on October
1, 1999. Thereisno expected reduction in forcein FY 2000.

SITE: Idaho FY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0)Positions Reduced Voluntarily 0 $0 $0 $0 $0 |
1.1 FEarlv Retirement
12 Non-Retirement Voluntarv Separations (Severance Onlv)
1.3 Net Positions Reduced Throuah Attrition
2.0lnvoluntary Separations (Severance Qnlv) 3l $88.295 $0 $88.295 $29.432
2.1 With Benefits 3] $88.295 $0 $88.295 $29.432
2.1.1  Non-construction workers 3] $88.295 $0 $88.295 $29.432
2.1.2 Construction workers
2.2 Without Benefits
Work Force Restructuring Separations and Costs -- Lines 1.0+2.0 3] $88.295 $0 $88.295 $29.432
3.0lRemainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina
3.2 Workers Internally Placed through Retraining
3.3 Transfers to Other Sites
4.0]Other Benefits Provided $231.981 $0 $231.981
4.1  Displaced Worker Medical Benefits (Note 1) 24 $0 $0 $0 $0
4.2 Relocation Assistance 6] $17.692 $0 $17.692 $2.949
4.3 Separating or Separated Workers Using Outplacement 284 $91.035 $0 $91.035 $321
4.4  Fducation Assistance for Separated Warkers 390] $123.254 $0 $123.254 $316
S 0JTOTAIL COSTS FOR FISCAI YEAR 1999 n/a $320.276 $0 $320.276 n/a
6 OJWORK FORCFEF RESTRUCTURING SEPARATIONS (Averaae Costs) 3 n/a n/a n/a $32 911
ZOINON-RETIREMENT VOLUNTARY SEPARATIONS (All Benefits) [0] n/a n/a n/a $0
8.0JINVOLUNTARY SEPARATIONS (All Benefits) 3 n/a n/a n/a $32.911
9.0]Other Separations 0 $0 $0 $0 $0
9.1 Voluntarily Separated
9.2 lnvoluntarilv Separated

Note 1. Participants now paying full costs.

Exhibit 11.6 ldaho Work Force Restructuring Summary

Outsourcing. There were no outsourcing activitiesin FY 1997, FY 1998 or FY 1999.

Rehires. Theredriction for rehire for those who took the 1995 and 1996 Voluntary Separation (VSP)
package has been lifted. INEEL hasrehired 11 of the 1995 VSP s and 5 of those who took the 1996
VSP. Thereare alimited number of subcontracts in place with early retirees and voluntarily separated
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individuas for services they uniquely possess or services different from those they provided while
employed with LMITCO.

11.4.3.4 Costs of Restructuring

The total work force restructuring cost incurred in FY 1999 at |daho was $320,276; dl of which was
enhanced benefit cost (Exhibit 11.6). The average estimated fully-burdened cost per involuntary
separation was $33,000. The average cost of relocation assistance was $3,000, the average cost of
outplacement assistance was $321, and the average cost for education assistance for separated
workerswas $316. The average savingsin sdary and benefits for the three positions reduced is
$223,000 for a one-time severance cost of $88,000.

11.4.3.5 Outplacement

The Lockheed Martin 1daho Technology Company Outplacement Center (the Center) was established
in April 1995 with a defined mission to provide awide array of job search and career assessment
programs that prepare clients to market themsaves. The Center was established at an off-gte facility
with easy access and parking, and al displaced workers were advised of the Center’s services. The
Center was affed by three full-time counsdors, including one Idaho Department of Employment Job
Service representative, and provides dlients individualized assstance in their job search. An Education
Tuition Assstance adminigtrator, gppointed from the INEEL Ingtitute, was also stationed at the Center
on a part-time bas's.

The Center provided eight individua workstations complete with computers equipped with avariety of
word processing capabilities, resume software, and Internet access and phones equipped with FTS
access. Staff asssted in the operation of these programs. As an added feature, the Idaho Department
of Employment made available the Career Information System which is a salf-assessment, employer
research program designed to asss dients in determining their skills and matching them to available
positions within the State.

The Center provides alibrary that serves as aresearch tool in the areas of both persona assessment
and career exploration. Recent publications pertaining to the topics of managing change, interviewing
techniques, and resume writing are samples of the literature available. In addition, newspapers,
government and industry-related journals, and reference books relative to the current job market are
avaladle. A monthly newdetter, “The Search,” informs clients of Center resources and activities.

Center staff made a number of informational presentations covering topics of interest such as managing
change, negotiating an offer, resume preparation, and interviewing techniques. Outside experts
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presented full-day skill assessment and financial education programs. A resume booklet updated
periodicaly was assembled and distributed to various loca and regional employers as appropriate.

The utilization of the outplacement center continued to decline the farther away from the separation
date, therefore, the Center was relocated from an offsite location to one insde the facility where the
LMITCO Human Resource Department is located. The move was made to accommodate the reduced
utilization of the Center and to use the aff in other human resource functions during less active times.
The Center hours were also reduced.

Because of the reduction in clientele, three of the eight workstations have been diminated, presentations
are being made only as needed, and the resume book is updated less frequently. All other services are
dill avalable. Further reduction in the level of services provided is expected in FY 2000, asthe client
base continues to dwindle,

Preference-in-Hiring. The god of the outplacement center isto place as many individuas with
preference-in-hiring as possible. To that end, systems and procedures are in place to facilitate contact
with the individuas, track and monitor progress, and to place individuas, as postions become
avaladle.

The number of people now digible for preference-in-hiring is 14, down from gpproximately 100 in FY
1994 and down from the 28 who responded in FY 1998. Thirty-five displaced workers with
preference-in-hiring status have been placed at the INEEL within the last five years. Approximately 17
others have been placed a other Department of Energy Sites.

11.4.3.6 Community Transition

The Eastern Idaho Community Reuse Organization (CRO) was established in October 1994 asa
standing Committee of the Board of Directors of the Eastern 1daho Economic Development Council
(Council). The Council acts asthe fiduciary agent for al CRO activities through its non-profit status.
The mission of the Council, and therefore the CRO, isto diversfy the regiona economy by creeting the
widest possible range of employment opportunities for the region's residents, while preserving and
enhancing ther qudlity of life.

The Regiond Deveopment Alliance (RDA) was sdlected by the State of 1daho to receive and
administer funds provided to the State through a Federa court-mandated settlement agreement on
disposition of spent nuclear fuel between the State and the Department of Energy. The agreement cdls
for the Department to provide $30 million to be disbursed to the State over five years. The settlement
agreement alows the 1daho Nationd Engineering and Environmenta Laboratory to accept a certain
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number of shipments of spent fuel in exchange for the eventua remova of most nuclear waste and spent

fud from ldaho by a set deedline.

As of September 30, 1999, atotal of $5.7 million has been committed to the CRO and $18.0 million to
the State of Idaho for economic diversfication, for atotal commitment of $23.7 million. To date, $17.2
million has been spent. Over 3,000 jobs have been created or retained, with an additiona 4,199 jobs

projected by the year 2003. Exhibit 11.7 provides an alocation of job crestion and funding atistics by
SiX economic development categories at the Site between FY 1993 and FY 1999.

EY 1993 through FY 1990
Jobs Jobs Created
Total DOE Created or| Cost Per or Retained
Funds Funds Retained Job by 2003
Proaram Area Committed Spent (Reported) Created (Fstimated)
Entrepreneurial Development $918.162 $884 635 180 $4.915 684
Financina Proarams $12.959.764 $12.599.964 1.331 $9.467 3.596
Reuse of On Site Assets $0 $0 0 $0 0
Trainina $310.744 $183.859 83 $2.215 148
Land, Facilities, Research and
Develobment Assistance $1.000.000 $1.000.000 5 $200.000 30
Planning / Program
Management $8 486 330 $2 483 852 1.442 $1.72 2 782
Totals $23.675.000 $17.152.310 3.041 $5.640 7.240

Exhibit 1.7 Idaho Community Transition Funding and Job Creation

The following information provides an update on the mgor accomplishments of activities funded by the
State of Idaho:

C The State of 1daho has received $18 million to date from the Department of Energy under the
September 23, 1996 Settlement Agreement. During FY 99, the State disbursed $6.5 million to
the Regiona Development Alliance, Inc. (RDA), a nonprofit corporation dedicated to qudity
job creetion in Bannock, Bingham, Bonneville, Butte, Custer, Jefferson, and Madison counties.
RDA musgt use these funds to creete jobs and diversify the economy of southeastern Idaho by
providing financial assstance for business expansion, new business crestion, relocation for out-
of -state businesses, and development of infrastructure necessary to support business (e.g.,
saewer and utility access). Consstent with the intent of that agreement, RDA has set gods for
job creation, pay scale and company start-up, expansion and relocation. RDA projects the
creation of over 2,400 jobs throughout the geographic area covered by the agreement over the
life of the current committed projects.
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C

During FY 1999, the State disbursed $95,000 to Boise State University to provide a second
year of funding to conduct entrepreneuria training courses, and accompanying consulting
sarvices, through its Small Business Development Center.

Projects funded during prior fiscd yearsto Idaho State University and a cooperative effort
between the University of Idaho and Eastern Idaho Technica College are hdping to diversify
eadtern |daho’ s economy through the commercidization of research and development projects,
technology transfer, and training programs.

The following information provides an update on the mgor accomplishments of sdected projects
funded by the CRO:

C

Related community-based organizations were formed with CRO seed support both in outlying
communities and centrd cities, to initiate targeted diversfication efforts. These effortsinclude
downtown revitaization, business incubators, tourism promation activities, and externd
business promation. All agreements with community-based organizations require self-
sufficiency dtrategies with program support limited to one year.

The amount leveraged by CRO'’s Revolving Loan Fund dollars is over seven times the amount
it has loaned, leveraging over $22 million in athree-year period on the $3.0 million it has loaned
to companiesin Eastern Idaho.

Twenty-three companies in Eastern 1daho have received funds from the CRO. Those that have
received funds have experienced growth due to these funds. Additionaly, nearly 60 firms have
received services and loans through entities that the CRO has supported.

The Eagtern Idaho Economic Development Council has established a software
development/information Technology (EIFIT). A board of directors was organized in August
1999, with interest from the private, IT busness sector much larger than origindly anticipated.
To date, over 100 companies and contacts have been identified and have communicated
support for EIFIT. Thisindustry was identified as an indusiry well suited for eastern Idahoin a
CRO-supported andysis of the region.

Mogt funds of the initid $5.3 million have been expended. Future planning will largely be the
focus of the CRO in the short-term. It is anticipated that additiona funding will be gpplied to an
eagtern ldaho reindudtridization program, atechnology initiative program, research, and
adminigration.

Exhibit 11.8 on the following page provides asummary of al projects funded between FY 1993 and
September 30, 1999.
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Erom FY 1993 through FY 1999
Jobs Created
Total DOE Jobs Created or Retained
Funds Funds or Retained Cost Per by 2003
Proiect Title Committed Spent (Reported) | Job Created | (Estimated)
Eastern Idaho Community Reuse
Qraanization $5.675.000 $5.249.233 1947 $2.696 3547
| State Fconamic Develonment $180000001 $11903077 1004 $10 880 3 /93
Totals $23675.000] $17.152.310 3.041 $5.640 2.240

Exhibit 11.8 Idaho Funding and Job Creation by Program

11.4.3.7 Future of the Site

Manpower projections for the next severa years are continuing to increase at the INEEL because of
the increased environmenta misson. Thetotal increase for the next three fisca years was a projected
net increase of approximatdy 300 plus positions, predominatdly in the engineering, scientific and
technica job categories. A net increase in headcount of 314 (606 new hires, 292 term) was redized in
FY 1999. An additiona 150 positions are projected in the manpower planning for the next few years.
This could change due to the change in contractors with a corresponding change in emphasis.

11.4.3.8 Accomplishments and Lessons Learned

Accomplishments of work force restructuring efforts and lessons learned from the outplacement center

areasfollows

C LMITCO mitigated the cost impact of the Lockheed Martin Advanced Energy Systems
(LMAES) layoffs by placing 26 of the 157 affected employeesin FY 1997 and FY 1998 into
LMITCO job openings for which they were quaified.

C Toaccurately monitor preference-in-hiring status at INEEL and track displaced workers, the
Center mails ayearly reminder, viaregistered mail, requesting a signed preference-in-hiring
form to be returned to the center dong with an updated resume. Resumes are then entered into
JOBBS and into an in-house reference database tracking system.

C Inorder to evauate the effectiveness of the outplacement center, customer surveys solicit client
feedback on how services and operation of the Center could beimproved. The surveys aso
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provide an updated status of separated employees. The comments have been very favorable
and reflect satisfaction with the services and resources provided.

C Internd and externd reviews of the Outplacement Center activities and services have been
positive and no findings were recorded.
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I1.4.4 Kansas City Site
11.4.2.1 Background

The Kansas City Plant (KCP), located in Kansas City, Missouri, is responsible for the devel opment
and procurement of non-nuclear components for the nation’s nuclear wespons program. AlliedSigna
Inc., Federd Manufacturing & Technologies (FM&T), is the current management and operating
contractor for the Kansas City Plant.

Sinceits creation in 1949, the Kansas City Plant has been an important part of the nuclear weapons
complex. Typicaly, over 80 percent of the individual components within a nuclear wegpon are the
KCP s production or procurement responsibility. Through the years, the Plant’ s role within the nuclear
wegpons complex required a large productive capacity and extremdy diverse technical capabilities.
This set of cgpabiilities and capacities was added incrementaly in response to changing Departmental
program needs.

With the end of the Cold War, the emphasis of the United States nuclear wegpons program has shifted
dramatically from development and production of new design wegpons to dismantlement and
maintenance of asmdler, enduring sockpile. In accordance with nationd security policy, including the
Strategic Arms Reduction Tresties, the nuclear wegpons stockpile is being significantly reduced. Asa
result, the Department shut down some of its former wegpons facilities, transferred many of the
production missions to the Kansas City Plant, and began moving other selected production operations
to the nationd laboratories.

Subsequently, studies were conducted in support of the Stockpile Stewardship and Management
Programmatic Environmenta Impact Statement to determine a preferred dternative for the continued
manufacturing of nonnuclear components for nuclear weapons. These studies resulted in the selection
of adownsized Kansas City Plant asthe preferred site because it was more cost effective than other
aternatives and presented |ess programmatic risk to wegpon production schedules, because product
technologies and facilities were in place to complete the misson.

11.4.4.2 History of Work Force Restructuring

The Department first announced in April 1993 the need to restructure the work force a FM&T, dueto
changes in the defense mission and subsequent budgetary reductions. From FY 1993 to FY 1999, the
K CP has separated 1,685 workers, with over 72 percent separating voluntarily. The mgority of
separations occurred in FY 1993 and 1994, when 1,003 workers left the site. In FY 1995 and FY
1996, atota of 202 employees separated from K CP through attrition at no cost to the Department.
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In June 1997, the Department formally announced awork force reduction of as many as 700 associates
at the Kansas City Plant to take place by October 1, 1997. A draft work force restructuring plan for
the KCP was submitted to the Department for review and comment, and guidelines and applications for
avoluntary reduction in force were distributed to all KCP associates. By August 1997, |etters were
distributed to 330 associates indicating that they had been approved for the voluntary reduction in

force. There were no work force restructuring funds expended in FY 1997. However, contractor
management alowed some employees who were accepted for the FY 1998 voluntary reduction in
forceto leavein late FY 1997. Concentrated planning began in September 1997 for an involuntary
reduction in force to be completed in early FY 1998. Thefina work force restructuring plan was
forwarded to the U.S. Congressin October 1998.

In FY 1998, atota of 423 positions were reduced through a combination of nonretirement voluntary
separations, involuntary separaions, and net positions reduced through attrition.  While asmal number
of misson-necessary positions have been filled through limited outside hiring, the overdl population
trend at FM& T continued downward to 3,251 (including Kirtland Operations, located in Albuquerque,
NM) as of the end of September 1998; the lowest level of employment in the plant’s 50-year history.

11.4.4.3 Current Work Force Restructuring

In August 1999, the Department formally announced awork force reduction of 50 to 70 associates at
FM&T, to take place by October 1, 1999. In FY 1999, there were 150 positions reduced (Exhibit
11.9). Fifty-saven of these positions reduced involuntarily, and an additiona 93 positions were reduced
through net attrition.

Outsourcing. Over theyears, FM&T has procured and fabricated parts in gpproximately a 50
percent make and a 50 percent buy ratio and has been moving towards more buying in recent years. In
September 1995, a make-or-buy plan for functions and services was established. The plan was
reviewed and approved by the Department of Energy Area Office and Operations Office. Plansfor the
coming years consst of gppointing an outsourcing manager to oversee privatization opportunities that
are consgtent with Stockpile Management Restructuring Initiative implementation.

Rehires. AlliedSignd FM&T palicy isto not rehire any employee who has taken a separation
package through one of the voluntary reduction in force packages unless there isa critical business
need. Consderation to rehire employees who were affected by an involuntary reduction in forceis
done consigtent with good business practices and, where gpplicable, the provisons of any collective
bargaining agreements.
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SITE: Kansas Citv FY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip, |
OlPositions Reduced Voluntarily 93 $0 $0 $0 $0 |

1.1 Earlv Retirement
1.2 Non-Retirement Voluntarv Separations (Severance Onlv)

1.3  Net Positions Reduced Throuah Attrition 93 $0 $0 $0 $0

2 Olinvoluntary Separations (Severance Onlv) 57 $0 | $1.446.395 $1.446.395 $25. 375
2 1 With Benefits 57 $0 | $1.446 395 $1.446 395 $25 375
2.1.1 Non-construction workers 57 $0 | $1.446.395 $1.446.395 $25. 375

2.1.2 Construction workers
2.2 Without Benefits

Work Force Restructuring Separations and Caosts -- lines 1.0+2.0 150 $0 | $1.446.395 $1.446.395 $9.643
3. 0lRemainina Affected Waorkers $0 $0 $0
3.1  Workers Placed without Retrainina
3.2 Workers Internallv Placed throuah Retrainina
3.3 Transfers to Other Sites
4 0JOther Benefits Provided $0 $190.807 $190.807
4.1 Displaced Worker Medical Benefits 57 $0 $190.807 $190.807 $3.347
4 2 Relocation Assistance
4.3 Separatina or Separated Workers Usina Outplacement 43 $0 $0 $0 $0
4.4 Education Assistance for Separated Workers
S OITOTAI COSTS FOR FISCAI YEAR 1999 n/a $0 $1.637.202 $1.637.202 n/a
ORK FORCF RESTRUCTURING SFPARATIONS (Averaae Costs) 150 n/a n/a n/a $10 965
ON-REFTIREFMENT VOIL UNTARY SEPARATIONS (All Benefits) Q n/a n/a n/a $0
8.0|INVOLUNTARY SEPARATIONS (All Benefits) 57 n/a n/a n/a $28.854

Other Separations (0] $0 $0 $0 $0
i ed
9.2 Involuntarily Separated

Exhibit 1.9 Kansas City Work Force Restructuring Summary

I1.4.4.4 Costs of Restructuring

The total work force restructuring cost incurred in FY 1999 at Kansas City was $1.6 million, al of
which was program cost (Exhibit 11.9). The average estimated fully-burdened cost per involuntary
separation was $28,850. The average cost of displaced worker medica benefits was $3,347. The
average savings in sdary and benefits for the 150 positions reduced is $11.1 million, for aone-time
severance cogt of $1.6 million.

11.4.4.5 Outplacement

Employeeswho left AlliedSignd FM&T as aresult of the involuntary reduction in force were offered
outplacement ass stance through StarAccess, an outplacement firm. StarAccess provided
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outplacement servicesincluding a 2-day job search skillsworkshop, assstance with resume
preparation, individua career counsgling, and telephone, internet and computer access.

Preference-in-Hiring. No preference-in-hiring has been exercised by agpplicants at AlliedSigna
FM&T.

[1.4.4.6 Future of the Site

The Kansas City Plant will gradudly reduce the sze of the plant and the number of workers.
The current strategy for the KCP covers the period from September 30, 1997 to FY 2006 and
includes five mgor objectives.

C Reducethe physicd sze of the plant from approximatdy 3.2 million square feet of floor space
to approximately 2.3 million square feet by consolidating and combining functiond aress.

C  Change the manufacturing methodology for most product lines from product-based to process-
based manufacturing to achieve more effective use of resources.

C  Outsource more of the products currently manufactured within the plant to commercia
suppliers.

C Reduceinfragtructure by eiminating and streamlining operating and administrative procedures.
Change bus ness practices to more efficiently use resources.

C Apply tota qudity initiatives to sreamline and smplify business processes so that functions can
be performed more efficiently.

11.4.4.7 Accomplishments and Lessons Learned

StarAccess provided excdlent outplacement services for affected associates, which alowed essier
trangtion of people into retirement and other jobs.

The FY 1999 reduction in force was gtrictly involuntary in order to provide opportunities to target areas
where reductions could take place, thus minimizing workload and businessimpact where possble. The

time between the announcement of an involuntary reduction in force and the find separation notifications
to associates was approximately four weeks--a significant reduction in the RIF process cycle time.
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.45 Lawrence Livermore National Laboratory
11.4.5.1 Background

The Lawrence Livermore Nationd Laboratory (LLNL), one of three research |aboratories managed by
the University of Cdifornia, isanationd security laboratory whose mission isto solve complex scientific
and technical problems of nationa importance. LLNL, established in 1952, was a separate part of
what was then the University of Cdifornia Radiation Laboratory Berkeley and Livermore. In June
1971, recognizing the long-standing autonomy of the two laboratories, The Regents of the University
formally separated them and named Livermore as Lawrence Livermore Laboratory. In December
1979, Congress changed the name to Lawrence Livermore Nationd Laboratory. The main location
and facilitiesof LLNL are at three Stes: the Livermore, Cdiforniaste; Site 300 at Tracy, Cdifornia;
and the Nevada Test Site.

11.4.5.2 History of Work Force Restructuring

Shifting nationd priorities impacting scientific and technica requirements and factors affecting
Laboratory operations resulted in changesto LLNL’sjob skills mix needed to meet the FY 1996
current and anticipated needs at the Laboratory. Asaresult, work force restructuring effortsat LLNL
began during FY 1996 with a comprehensive interna review of Laboratory operations.

Employees were informed in June 1996 of awork force restructuring plan that included a Voluntary
Separation Incentive Program (VSIP). Based on awork force analysis, Laboratory employees were
placed into three categories relaive to their digibility for VSIP participation. Employees determined
eligible to participate in the VS P were those in classfications where skills would be needed in the
future, but at areduced level, and where functions were to be phased out. A second group of
employees digible for the VSIP were in classfications where reduction was not required, but voluntary
separations would provide opportunities for consolidation and reductions. The number of individuds
from this group alowed to participate in the VSIP was limited based on the need to meet mission
objectives. Thefind group of employees was not digible for the VSIP. They werein classfications
identified as having skills critica to the ongoing misson of the Laboratory and replaceable only through
externa hire. VSIP features included separation payment incentives, medica benefit continuation,
education ass stance, relocation cost, and career assistance.

In FY 1996, 898 employees voluntarily separated from LLNL employment. There were 272
separations through V SIP participation and 626 separations through attrition. There were 285 positions
reduced in FY 1997. Of the 285 reductions, 230 employees participated in the VSIP, and there were
55 net positions reduced through normd ettrition.
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The Laboratory’ s Work Force Restructuring Plan was approved in FY 1998. As part of the norma
business process, there were 23 involuntary separations without benefitsin FY 1998. New hires
exceeded gross atrition, therefore, there were no net positions reduced through ttrition in FY 1998.

In April 1998, the Laboratory implemented a new staffing category, Flexible Term. Hexible Term
employees are hired into this category for up to six years, are covered by the same benefits including
retirement system membership as career indefinite employees, but serve in an “a-will” capacity. These
employees provide flexibility in adjusting to funding fluctuations.

11.4.5.3 Current Work Force Restructuring
There was no work force restructuring a Lawrence Livermore in FY 1999 (Exhibit 11.10). There were

four involuntary separations, for cause, without benefits. New hires exceeded gross dtrition, therefore,
there were no net positions reduced through attrition in FY 1999.

SITE: lLawrence | ivermore National | aboratory EFY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0{Pasitions Reduced Voluntarily 0 $0 $0 $0 $0

1.1 Earlv Retirement
1.2 Non-Retirement Voluntarv Separations (Severance Onlv)
1.3 Net Positions Reduced Throuah Attrition

2.0lInvoluntary Separations (Severance Only) 0 $0 $0 $0 $0
21 With Benefits
2.1.1 Non-construction workers
2.1.2  Construction workers

2.2 Without Benefits $0 $0
Work Force Restructurina Separations and Costs -- Lines 1.0+2.0 0 $0 $0 $0 $0
3.0|Remainina Affected Workers $0 $0 $0

3.1 Workers Placed without Retrainina

3.2 Workers Internallv Placed throuah Retraining
3.3 Transfers to Other Sites

4.0|Other Benefits Provided $137,805| $5.546 $143,351
4.1 Displaced Worker Medical Benefits 47 $0 | $5.546 $5.546 $118
42 Relocation Assistance

4.3 Separating or Separated Workers Usina Qutplacement

4.4  Education Assistance for Separated Workers 51) $137.805 $0 $137.805 $2.702
5.0|TOTAL COSTS FOR FISCAL YEAR 1999 n/a $137.805 | $5.546 $143.351 n/a
6.0/WORK FORCE RESTRUCTURING SEPARATIONS (Average Costs) 0 n/a n/a n/a $0
7 0INON-RFTIREMENT VOI UNTARY SFPARATIONS (All Benefits) 0 n/a n/a n/a $0
8 OlINVOILUNTARY SEPARATIONS (All Benefits) 0 n/a n/a n/a $0
9.0|Other Separations 0 $0 $0 $0 $0

9.1  Voluntarily Separated

9.2 Involuntarilv Separated

Exhibit 11.10 Lawrence Livermore National Laboratory Work Force Restructuring Summary
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Outsourcing. There have been no outsourcing activities necessitating personnd reductionsat LLNL.

Rehires. There were three new rehiresin FY 1999. All separation benefits were repaid.

11.4.5.4 Costs and Cost Savings

The total work force restructuring cost incurred in FY 1999 at Lawrence Livermore was $143,351 for
benefits provided to workers separated in prior years (Exhibit 11.10). The total program cost was
$137,805, and the enhanced benefit costs totaled $5,546. The average cost of displaced worker
medica benefits was $118 and the average cost for education assistance for separated workers was
$2,702.

11.4.5.5 Outplacement

LLNL's Career Center provides employees with avariety of resourcesto assst in career management.
Included are reference materias on job market information; qudifications for jobs ingde and outsde the
Laboratory; job opportunities from other companies, the University of Cdiforniaand Cdifornia State
universities, and other Department of Energy L aboratories, employment trends; business directories and
publications; alending library with books, audio and video tapes concerning job search, career
development, time management, managing change, |eadership/management devel opment, and aging and
retirement. The Career Center has two computer workstations with access to the Internet and
indructions on using the Web to find information on career development, education and training, and
job openings. The computers can be used to write and print resumes. Employees across the
Laboratory can access many of these resources on the Career Center's internal home page.

Employees use one-on-one career counseling to help them conduct and review a sdlf-assessment;
discuss different career options, review and critique resumes, evauate skills, and provide guidance for
job search gtrategies or education. Workshops are offered each week on avariety of career-related
topics.

Preference-in-Hiring. There were no individuds dligible for preference-in-hiring.

[1.4.5.6 Future of the Site

The Laboratory continues to focus its efforts on two of the nation's top priorities. stockpile stewardship
and semming the proliferation of wegpons of mass destruction. Other mgor areas include energy,
bioscience and environmenta remediation. These activities necesstate a broad range of core strengths
at the Laboratory.
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Ongoing biannua work force reviews, which include career, term, and supplementa pogitions, are
conducted to ensure hiring plans are consistent with programmatic needs and budgetary congtraints.
Work force issues were discussed by Laboratory Senior Management in October 1998 and February
1999; it was determined that work force restructuring was not required in FY 1999, Currently, review
of work force needs is an ongoing process conducted by the Deputy Director for Operations.

In June 1999, the U.S. Enrichment Corporation announced that it was discontinuing work on the
Atomic Vapor Laser |sotope Separation Program, which supported 344 LLNL employees. Currently,
these employees are trangtioning to other work in the Laboratory. The Laboratory Brokersteamiis
assiding in the process.

11.4.5.7 Accomplishments and Lessons Learned

There have been a number of accomplishments and lessons learned at LLNL about the work force
restructuring process.

C TheLaboraory's work force restructuring efforts, including the voluntary separation incentive
program, have been successful in achieving the god of ajob skills mix needed to meet current
and anticipated needs. However, in retrospect, the level of benefits provided led to higher
costs than may have been necessary to encourage voluntary separations. As aresult, any future
voluntary programs are expected to be less generous.

C Thelack of afina, gpproved Plan during restructuring raised questions from stakeholders
regarding the authority for Plan implementation.

C Extending the voluntary separation incentive program gpplication period provided an
opportunity for employees to make decisions and for management to make on-going skills
needs assessments. However, the length of an extended application period should be weighed
againg resultant adminigrative issues.

C Closing the voluntary separation incentive program at the end of the cendar year presented
tax-related participation issues for employees, which consequently complicated program
implementation and may have affected the leve of participation. Careful consideration should
be given to the timing of any incentive program.

C TheLaboratory hasimplemented severd methods to assst in the trangition of retained workers.
The Laboratory’ s Director’s Office review and gpprovd of dl postings (indefinite career, term
career, and supplementa labor) was implemented in August 1996 to ensure that
L aboratory-wide work force actions are consstent with voluntary separation incentive program
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requirements. The Laboratory Brokers Team continues to review Laboratory postings as
needed to determine whether or not current Laboratory employees could potentidly fill such
postings. The Employment Benefits Divison continues to utilize Resumix asatool in assessng
employee skills, knowledge and ahilities, to enhance reassgnment, and in retraining
assessments.
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11.4.6 Los Alamos National Laboratory

11.4.6.1 Background

Los Alamos National Laboratory (LANL) is one of twenty-eight Department of Energy laboratories
and is managed for the Department by the University of Cdifornia(UC). LANL isone of the largest
multidisciplinary inditutionsin the world. It isthe largest indtitution and the largest employer in Northern
New Mexico, with gpproximately 7,100 University employees plus gpproximately 3,000 contractor
personnel. Roughly one-third of the technical staff members are physicists, one-fourth are engineers,
one-sixth are chemists and materids scientists, and the remainder work in mathematics and
computationa science, biological science, geoscience, and other disciplines. Scientists and students
adso cometo LANL asvigtorsto participate in scientific projects. The staff collaborates with
universities and industry in both basic and applied research to develop resources for the future.

Over the 50-year history of LANL, the primary mission has been to apply science and technology to
problems of nationa security. However, well before the end of the Cold War, this mission expanded to
encompass energy, economic competitiveness, and other national problems. Today, LANL focuses on
reducing the globa nuclear danger, as well as conducts large-scae, multi disciplinary research and
development in hundreds of areas ranging from advanced manufacturing techniques to bioscience, from
dternative energy sourcesto new polymers. An important facet in meeting current missonsis
collaboration with private industry and universities.

11.4.4.2 History of Work Force Restructuring

A totd of 516 employees were separated from the dtein FY 1995, with 452 leaving voluntarily. An
additional 64 were involuntarily separated. In FY 1996, 380 workers were separated, with 181
voluntary separations and 199 involuntary separations. Total separations at LANL through FY 1996
totaled 896 employees, with 71 percent of these employees separated voluntarily. There were no
forma work force restructuring activities in FY 1997, FY 1998, or FY 1999.

Work force restructuring in Fisca Y ears 1995 and 1996 was driven by an effort to adjust the skill mix
of the work force to place greater emphass on scientific and technical positions, and in anticipation of
program budget reductions. Subsequently, the laboratory secured additional tasks and associated
funds resulting in an overdl employment increase to gpproximately the leve prior to this restructuring.
LANL was successful in its efforts under section 3161 of the Nationd Defense Authorization Act to
rehire qudified individuas released from employment during the fal 1995 involuntary reduction-in-force
(RIF). Of the 199 individuas released in the RIF, atotd of 108 persons had expressed interest in
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returning to Laboratory employment. The Laboratory has successfully rehired 93 (86 percent) of the
108 individuds. An additiond four individuas have been hired by LANL contractors.

11.4.6.3 Current Work Force Restructuring

There were no forma work force restructuring activitiesin FY 1999 (Exhibit I1. 11). New hires
exceeded gross ttrition, therefore, there were no net positions reduced through attrition.

SITE: Los Alamos National Laboratory FY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0lPositions Reduced Voluntarily 0 30 $0 $0 $0 |

1.1 Farlv Retirement
1.2 Non-Retirement Voluntarv Sepnarations (Severance Onlv)
1.3 Net Positions Reduced Throuah Attrition

2 Ollnvoluntarv Separations (Severance Onlv) (0] $0 $0 $0 $0 |
21 With Benefits
2.1.1 Non-construction workers
212 Construction workers
2.2 Without Benefits

Work Force Restructuring Separations and Costs -- lines 1.0+2.0 0 $0 $0 $0 $0 |

3.0JRemainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina

3.2 Workers Internallv Placed throuah Retrainina
3.3 Transfers to Other Sites

4.0]Other Benefits Provided $161.000 $0 $161.000
4.1 Displaced Worker Medical Benefits
4.2 Relocation Assistance 1 $3.000 $0 $3.000 $3.000
4.3 Separatina or Separated Workers Usina Outplacement 25] $38.000 $0 $38.000 $1.520
4.4  Fducation Assistance for Separated Waorkers Z51 $120.000 $0 $120.000 $1.600
S5 0JTOTAL COSTS FOR FISCA| YFAR 1999 n/a $161.000 $0 $161.000 n/a
6 O)WORK FORCF RESTRUCTURING SEPARATIONS (Average Costs) 0 n/a n/a n/a $0
7 OINON-RETIREMENT VOI UNTARY SEPARATIONS (All Benefits) 0 n/a n/a n/a $0
8 ONNVOIL UNTARY SEPARATIONS (All Benefits) 0 n/a n/a n/a $0
9 0jOther Senarations 0 $0 $0 $0 $0

9.1 Voluntarilv Separated
9.2 Involuntarily Separated

Exhibit 1.11 Los Alamos National Laboratory Work Force Restructuring Summary

Outsourcing. LANL did not have any outsourcing activity in FY 1999,

Rehires. LANL hasrehired atotal of 100 individuds digible for preference-in-hiring under section
3161 of the Nationa Defense Authorization Act of 1993. Of the 100 tota rehires, 93 rehires are from
the fal 1995 involuntary reduction-in-force. Ancther four individuas have been rehired by LANL
contractors.
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11.4.6.4 Costs and Cost Savings

Thetotal work force restructuring cost incurred in FY 1999 at Los Alamos Nationa Laboratory was
$161,000, dl of which was enhanced cost for benefits provided to workers separated in prior years
(Exhibit 11.11). The average cost of relocation benefits was $3,000, the average cost of outplacement
assistance was $1,520, and the average cost for education assistance for separated workers was
$1,600.

11.4.6.5 Outplacement

In FY 1999, outplacement assistance continues to be made available to dl former LANL employees.
In collaboration with the loca university, LANL sponsors a Career Resource Center providing
outplacement assistance to al former employees.

Preference-in-Hiring. In July 1996, the Laboratory changed the preference-in-hiring program as a
result of Department recommendations. Two primary themes of the enhanced preference-in-hiring
program included improving communications with displaced workers and giving hiring preferenceto a
displaced worker who is qudified for the job over an externa candidate unless the hiring officia can
document a clear rationd for passing over the former employee. Laboratory senior management
dedicated a full-time staffing professond to serve as an advocate for former employees pertaining to
their reemployment.

To date, the Laboratory has rehired 93 of the 199 employees involuntarily terminated in FY 1995, and
91 of the 199 employees involuntarily terminated are not seeking employment with the Laboratory. In
effect, the Laboratory will have rehired 86 percent of the former employees who involuntarily
terminated in FY 1995 and were interested in returning to work at the Laboratory. Laboratory
contractors that presently perform work at the Los Alamos site also hired four former employees
separated in thefal 1995 RIF. In addition, LANL placed another 7 digible former employees
terminated from previous reductions in force through the enhanced preferentia hiring program either
with the Laboratory or its subcontractors.

[1.4.6.6 Community Transition

In July 1993, the Defense Adjustment Task Force (DATF) was created to oversee aregiond planning
program funded under a Department of Defense grant. The purpose of the program was to prepare a
regiond plan to ded with future Los Alamos Nationd Laboratory downsizing related to defense
program funding reductions. In FY 1995, the Department provided a grant to the DATF to assist the
region in mitigating the economic impacts of downsizing. Through a cooperative agreement, the
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Department established Los Alamos County as the fiscal agent for funding projects, with the potentia
for recongderation of the funding process once the CRO was established. The DATF disbanded in
January 1996 with the completion of aregiond plan titled Actions Toward Building a Self-Reliant
Economy in the Tri-County Region.

The Regiond Development Corporation (RDC) was established in July 1996 as a not-for-profit
organization formed to administer the community transition funds provided by the Department for local
impact assistance. In FY 1996, the Department recognized the RDC as the CRO for Northern New
Mexico community trangtion. The RDC's misson isto organize and implement an economic
diversfication and development program for north centra New Mexico. The RDC assists the region
by funding economic development projects that can redeploy the highly skilled, well-trained and
educated work force developed for LANL’sste missons. The RDC dso is chartered to find potentia
new productive uses for land, facilities, and equipment as they become available.

As of September 30, 1999, an additiona $5 million has been committed to the CRO for atota of
$10.9 million; $4.2 million of which has been spent. A total of 395 jobs have been crested or retained,
with an additiona 2,277 projected by the year 2003. The following table provides an dlocation of job
cregtion and funding statistics by six economic development categories at the Site between FY 1993

and September 30, 1999.

Exhibit 11.12 provides a summary of all projects funded between FY 1993 and September 30, 1999.

EY 1993 throuah FY 1999
Jobs Jobs Created
Total DOE Created or | Cost Per | or Retained
Funds Funds Retained Job by 2003
Proaram Area Committed Spept (Reported) Created (Estimated)
Entrenreneurial Develobment $2.530.0000  $1.163.000 151 $7.702 1.409
Financina Proarams $750.00d $750.000 96 $7.813 100
Reuse of On Site Assets 0| $0 0 $0 0
Trainina $1.150.000 $476.000 133 $3.579 806
Land, Facilities, Research and
Development Assistance $2.476.000 $689.000 3 $229.667 254
Planning / Program
Management 4.027.399 1.111.192 12 $92.599 103
Totals 10933.399] 4.189.192 395 $10.606 2.672

Exhibit 11.12 Los Alamos Community Transition Funding and Job Creation

Fiscal Year 1999

62

Annual Report



Office of Worker and Community Transition

The following information provides an update on the mgor accomplishments of sdected projects
funded by the CRO:

C The Entrepreneurid Development program includes the following projects. City of Espanola
Business Incubator which has completed construction and created 50 jobs. The Santa Fe
Business Incubator is congtructing an expansion to the exigting facility due to its success and
additional demand for space. An additional 32 jobs were crested in FY 1999. The Santa Fe
County Industrial Park project is il in the congtruction phase and therefore has not created
any jobsto date. A tota of 151 jobs have been created in this program area.

C TheTraining Programs closed out two projectsin FY 1999, the Santa Fe Community College
and the Univergity of New Mexico Los Alamos branch. The Tri-County Regiond Training
Program and the Northern New Mexico Community College have ongoing activities. A tota
of 133 jobs have been created out of the training programs to date.

C ThelLand, Facilities, Research and Development Assistance Program includes one closed
project, the Los Alamos County Land Trust Corporation, and one remaining project, the Rio
ArribaLand Trust Association. Additiona projects funded in FY 1999 by the RDC in this
program areainclude additiond funding to the following: Santa Fe County for their Industrid
Park development; the Los Alamos Research and Devel opment Park; the Espanola Mainstreet
Project; the Rio Arriba Geographica Information Systems; and the North Centra New Mexico
Economic Development Didrict’ s waste water study. These projects are in the early stages of
implementation and have resulted in creation of 3 actual jobsthusfar.

C Revolving Loan Fund - All funding as been committed under this project. Totd loan fund was
$750,000. The Fund has resulted in the creation of 96 jobs.

C Targeted Training Fund - This fund was initiated with the New Mexico Economic Devel opment
Department in January 1998. To date, $83,000 of the total $750,000 sub-recipient award has
been dlocated for training with the creetion of 33 jobs.

C SantaFe Business Incubator - The project has been expanded to include additiond facility
gpace due to demand in the region.

C SantaFe Community College - The project has sgnificantly improved the ability of the College
to serve diplaced ex-LANL workers and contribute to regiona economic development.
Enhancements to College services include an upgrade to the Flex Lab, Internet access for the
Learning Resource Center, a Career Development Center, and distance education capabilities
improvements.

Fiscal Year 1999 63 Annual Report



Office of Worker and Community Transition

C Eight Northern Indian Pueblos Council, Inc. - The project has been expanded and additiona
funds granted to develop a business counsd services site,

C TheVdlecitos Mill project closed after successful restart of the mill and production of lumber
from the timber contracts included in project funding. A tota of 18 jobs were crested from the
restart of the mill. Unfortunately, the mill closed due to market congraints.

C Straegic Learning Services has continued it’s work with Los Alamos National Laboratory
procurement activities and associated local businesses.

C TheRDC funded $1.64 million to new projects in the entrepreneuria development area. These
projects have aready created 50 new jobs. The funding of atelecommunications initiative for
rural Northern New Mexico is anticipated to produce 700 new jobs by 2003.

C TheRDC funded $2.1 million to the land, facilities, and research and development program
aeain Fiscd Year 1999. Theseinitiaives include $1 million to the development of the Los
Alamaos Research and Development Park to stimulate private sector partnerships with the
laboratory and to enhance commercidization activities.

Exhibit 11.13 on the following page provides a summary of dl projects funded between FY 1993 and
September 30, 1999.

[1.4.6.7 Future of the Site

LANL is not anticipating any magjor work force restructuring in FY 2000.

11.4.6.8 Accomplishments and Lessons Learned

Inthe fdl of 1997, the University of Cdiforniaand the DOE agpproved a 5-year continuation of the
contract to operate the Laboratory. The new contract contains commitments on initiatives that were
crafted to address regiond issues and improve LANL'’s sanding in the diverse regiona community
environment within which it operates. Asaresult, LANL has increased its community involvement
activities by supporting regiona economic development and educationa outreach. The Laboratory
created the Los Alamos National Laboratory Foundation — a non-profit, philanthropic entity organized
with asmple purpose: to promote and fund a broad range of educationd and public service activities
throughout Northern New Mexico communities where UC/L aboratory and corporate partner
employeesreside.
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From FY 1993 through FY 1999

Jobs Created or | Cost Per | Jobs Created or
Total DOE Funds Funds Retained Job Retained by 2003
Project Title Committed Spent (Reported) Created (Estimated)
Revolving Loan Fund $750,000 $750,000 96 $7,813 100
Tri-County Regional Training Program $750,000 $83,000 33 $2,515 100
City of Espanola Business Incubator $390,000 $351,000 50 $7,020 90
Rio Arriba Land Trust Assocation? $60,000 $45,000 0 $0 0
Northern New Mexico Community $200,000 $194,000 0 $0 56
College?
University of New Mexico- Los $100,000 | $100,000 0 $0 150
Alamos?®
City of Santa Fe/ Projects: Business $200,000 | $180,000 33 $5,455 45
Incubator; TRADE; Airport Planning
Santa Fe Community College® $100,000 $99,000 100 $990 500
Santa Fe County: Water $100,000 | $100,000 0 $0 250
Improvement Project®
Eight Northern Indian Pueblos $150,000 $150,000 0 $0 62
Telecommunications Infrastructure®
Los Alamos County: Land Trust $300,000 | $300,000 0 $0 0
Corporation’
Los Alamos County: Cooperative $135,000 | $135,000 0 $0 0
Agreement*
Vallecitos Mil $200,000 | $200,000 18 $11,111 0
Strategic Learning Services® $673,239 | $361,364 9 $40,152 0
City of Espanola Industrial Park Phase $250,000 $0 0 $0 120
29
Eight Northern Indian Pueblos Council $190,000 $35,000 1 $35,000 62
Business Incubator®®
Espanola Mainstreet!* $200,000 $60,000 0 $0 75
Ganados del Valle Business $200,000 $22,000 2 $11,000 35
Development Program
Rio Arriba County GIS System $300,000 $44,000 3 $14,667 4
Santa Fe Business Incubator Phase 2 $200,000 | $200,000 32 $6,250 45
Santa Fe Gift Market!? $50,000 $50,000 15 $3,333 0
Santa Fe County Industrial Park $266,000 | $240,000 0 $0 0
Phase 213
NCNMEDD Wastewater Treatment $350,000 $0 0 $0 0
Plant Study**
EOS Telecommunications*® $750,000 $25,000 0 $0 700
Los Alamos Research Park!® $1,000,000 $0 0 $0 175
RDC Administration* $782,229 | $464,828 3| $154,943 3
RDC Funds Remaining for Projects $2,286,931 $0 0 $0 100
Totals $10,933,399 | $4,189,192 395 $10,606 2,672

* Funds used for planning or administrative purposes. Job creation not intended.
Note. See Appendix G for footnote explanations.

Exhibit 11.13 Los Alamos Funding and Job Creation by Program Area
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Other accomplishments and lessons learned include:

C

In the event involuntary reductions are unavoidable, there needsto be an ingtitutiond
commitment to support the spirit and intent of DOE Work Force Restructuring guiddlines.

A management supported rehire program is essentid in mitigating the negeative impact of
involuntary reductions.

Outplacement support and tuition reimbursement benefits proved to be essentid in involuntarily
terminated employees returning to work at LANL.

Key components of the LANL rehire program are as follows:

The University of Cdifornia has extended preference-in-hiring benefits to former LANL
employees for UC employment as long as they re-certify their digibility and interest on an
annud basis.

LANL has made accommodations to provide training to rehired employees within three months
from the date of rehire, at no cost to the hiring organization.

LANL requested and received Department of Energy and University of Cdifornia approva to
reindtate vacation and sick leave accrud rates previoudy held by section 3161 digible former
Laboratory employees when rehired by the Laboratory.

LANL provides funding and support to the University of New Mexico/Los Alamos career
center. Former employees are encouraged to use the support and services at the university
career center, community colleges and Laboratory outreach centers.

LANL continues to provide Tuition Reimbursement Program support of $10,000 per employee
through November 2001 for involuntarily separated former employees. Approximately 240
eligible former employees (both involuntary and voluntary reduction) are using the tuition
benefit.
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11.4.7 Nevada Test Site
11.4.7.1 Background

The Nevada Test Site (NTS), located 65 miles northwest of Las Vegas, Nevada, is the nation’s only
facility for conducting underground nuclear weapons tests. The 1,350-square mile Siteis bordered on
three sdes by the Ndllis Air Force Bombing and Gunnery Range.

In 1992, President George Bush signed into effect the Hatfiedld Amendment, which imposed anine-
month nuclear testing moratorium to be in effect until at least July 1, 1993. The Hatfiedld Amendment
dates that testing after July 1, 1993 is possible only upon submission of areport by the President
indicating, inter alia, the number and type of nuclear wegpons tests to be conducted. Subsequently,
the President announced an extenson of the moratorium during which time diplomatic negotiations of a
comprehensive test ban are expected to proceed. No testing has been conducted at the NTS since
September 27, 1992.

11.4.7.2 History of Work Force Restructuring

Work force restructuring at the Nevada Test Site began in FY 1988. The site reduced over 1,200
employees prior to the implementation of section 3161. Between FY 1993 and FY 1997, there have
been 4,290 separations; 47 percent were voluntary, and 53 percent were involuntary. There have been
early retirement incentives, nonretirement voluntary separaions, involuntary separations, and positions
reduced through attrition. In FY 1998, the number of involuntary separated employees was
ggnificantly lower than in FY 1997. In FY 1998, only 13 employees were separated with severance
benefits and 100 without severance benefits. These separations were to correct the skill mix, and also
reflect normal ebb and flow of craft workers. New hires exceeded gross attrition in FY 1998;
therefore, there were no net positions reduced through attrition.

11.4.7.3 Current Work Force Restructuring

In FY 1999, there were 143 separations (Exhibit 11.14). All separations were involuntary, with 14
receiving benefits and 129 without benefits. There were an additiona seven workers placed interndly
without retraining.

Outsourcing. There were no outsourcing activitiesin FY 1999.

Rehires. There were 20 non-bargaining and 84 bargaining employees rehired in FY 1999. None of
the employees received section 3161 benefits.
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SITE: Nevada FY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0JPositions Reduced Voluntarilv 0 $0 $0 $0 $0

1.1 Earlv Retirement
1.2 Non-Retirement Voluntarv Separations (Severance Onlv)
1.3 Net Positions Reduced Throuah Attrition

2.0]Involuntarv Separations (Severance Onlv) 143 $0 | $114.787 $114.787 $803
2.1 With Benefits 14 $0 | $114.787 $114.787 $8.199
2.1.1 Non-construction workers 14 $0 | $114.787 $114.787 $8.199
2.1.2 Construction workers
2.2 Without Benefits 129 $0 $0 $0 $0
Work Force Restructurina Separations and Costs -- Lines 1.0+2.0 143 $0 | $114.787 $114.787 $803
3.0JRemainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina 7 $0 $0 $0 $0

3.2 Workers Internallv Placed throuah Retrainina
3.3 Transfers to Other Sites

4.0]Other Benefits Provided $405.195 | $279,533 $684.728

4.1 Displaced Worker Medical Benefits 74 $0 | $279.533 $279.533 $3.777

4.2 Relocation Assistance

4.3 Separating or Separated Workers Using Outplacement 6 $0 $0 $0 $0

4.4 _Education Assistance for Separated Workers 201| $405.195 $0 $405.195 $2.016
5.0JTOTAL COSTS FOR FISCAL YEAR 1999 n/a $405,195 | $394.320 $799,515 n/a
6.0]JWORK FORCE RESTRUCTURING SEPARATIONS (Average Costs) 143 n/a n/a n/a $1.143
Z OINON-RETIREMENT VOI UNTARY SEPARATIONS (All Benefits) 0 n/a n/a n/a $0 |
8 OUNVOI UNTARY SEPARATIONS (All Benefits) 14 n/a n/a n/a $11 678
9 0JOther Separations 0 $0 $0 $0 $0 |

9.1 Voluntarilv Senarated
9.2 lovoluntarily Separated

Exhibit 11.14 Nevada Work Force Restructuring Summary

[1.4.7.4 Costs and Cost Savings

The total work force restructuring cost incurred in FY 1999 at Nevada was $799,515 (Exhibit 11.14).
Thetotal program cost was $394,320, and the enhanced benefit cost totaled $405,195. The average
estimated fully-burdened cost per involuntary separation was $11,700. The average cost of displaced
worker medical benefits was $3,777, and the average cost for education ass stance for separated
workerswas $2,016. The average savingsin salary and benefits for the 143 positions reduced is $10.6
million, for a one-time severance cost of $115,000.

11.4.7.5 Outplacement

Bechtel Nevada (BN) provides internad outplacement services in coordination with externa services
provided by the State of Nevada Job Training Office and Nevada Business Services. Servicesinclude
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career counsdling, resume writing, access to computers and printers, including JOBBS, and the posting
of job positions within other Department of Energy Sites, loca businesses, and managing and operating

contractor corporate offices. Nevada' s Job Training Office conducts briefings that provide information
about employment security, consumer credit counseling services and union apprenticeship programs.

Preference-in-Hiring. When attempting to fill aposition, BN and WS first ook a separated
employees with preference-in-hiring. The files of separated employees with preference-in-hiring are
forwarded to supervisorsfor review. Three displaced employees with hiring preference were rehired in
FY 1999. At present, there are only 20 people on the Bechtel Nevada preference-in-hiring list.

[1.4.7.6 Community Transition

The Nevada Test Site Development Corporation (NTSDC) was designated as the Community Reuse
Organization (CRO) in June 1995. As such, the NTSDC is acommercidization effort in partnership
with the U.S. Department of Energy for community trangtion in the Neveda Test Site (NTS) area. This
non-profit entity facilitates the growth of science and technology through the development of sustaingble
private commercia activities which maximizes utilization of DOE resources, expands non-government
opportunities, and adds long-term vaue to the regiona economy.

As of September 30, 1999, atota of $14.6 million has been committed for community transition
activitiesin Nevada, $11.7 million of which has been spent. Of thistotal expenditure, $7.5 million has
been spent by the NTSDC; $2.8 million by the Corporation for Solar Technology and Renewable
Resources (CSTRR); and $711,376 by the International Brotherhood of Teamgters. A tota of 1,692
jobs have been created or retained, with an additional 1,491 jobs projected by the year 2003. Exhibit
11.15 provides an dlocation of job creation and funding tatistics by six economic development
categories at the Site between FY 1993 and September 30, 1999.
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EY 1993 throuah FY 1999
Jobs Jobs Created
Total DOE Created or | Cost Per | or Retained
Funds Funds Retained Job by 2003
Proaram Area Committed Spent (Reported) Created (Estimated)
Entrepreneurial Development $550.000 $299.250 89 $3.362 225
Financing Programs $5.118.230] $4.891.054 130 $37.623 420
Reuse of On Site Assets $210.200 $136.478 12 $11.373 150
Training $1.436.000 $911.376 758 $1.202 995
Land, Facilities, Research and
Develobment Assistance $5.540.180] $3.884.610 183 $21.227 485
Planning / Program
Management $1.734.2701  $1.608.365 520 $3.003 008
Totals $14.588.880 $11.731.133 1.692 $6.933 3,183

Exhibit 11.15 Nevada Community Transition Funding and Job Creation

The following information provides an update on the magor accomplishments of sdected projects

funded by the NTSDC:

C Aerospace Activities- NTSDC continues the process of creating a new aerospace industry in

Nevada through its anchor tenant at the NTS, Kistler Aerospace Corporation. Kidtler is
committed to locating alaunch/recovery operation for their K-1; the world' sfirg fully reusable
launch vehicle and signed a subpermit with NTSDC in February 1999. After initid test flights
from Audrdia, the Federad Aviation Administration is expected to license the K-1 for reentry
and Kidtler will then begin congruction on their Ste at the NTS. In addition, NTSDC is
pursuing a second aerospace tenant for the NTS. NTSDC is leading the Nevadateam in
submitting a proposd for sting VentureStar, NASA’ s replacement for the space shuttle, at the
NTS.

Nevada Innovation Center - NTSDC has helped severd companies commerciaize new
technologies and develop new businesses. The Nevada Innovation Center is a science and
technology incubator where entrepreneurs can receive business planning and financid
assigance. The University of Nevada (the technology verifier) and the Nevada Devel opment
Authority (the marketer) are partnersin this program. The incubator dso provides a physica
location, if needed, where business can be conducted. NTSDC has nurtured two firmswhich
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are preparing to graduate from the incubator; Cryo-Line Supplies and MetBro Technologies.
These are environmentaly conscious firms involved in the recovery/recycling processes for
fluorocarbons and methyl bromide. It is anticipated that 30 new jobs will be creasted when
these businesses are fully operationa. Other companies currently in the incubator include a
carbon recycling facility and awastewater treetment/aternative energy production facility in
partnership with Clark County.

C Industrid Park Projects - Partnership with the rurd communities surrounding the Nevada Test
Site are the driving factors in this component. Overal $1.3 million of NTSDC funding has been
committed to thisrurd effort. The Regiona Development Act passed in the Nevada
Legidature provides for the formation of partnerships to create Regiond Development
Corporations that develop and manage industrial park projects. The results are job creation,
facility reuse, and simulation of the rurd economies. NTSDC isworking with Nye County in
the development of the Nye County Science and Technology Corridor and with Lincoln
County in the development of the Alamo Industria Park and Meadow Vadley Park. In
addition, NTSDC is working with the DOE to develop the Desert Rock Sky Park, an industria
complex just outside the main gate of the NTS.

C Huid Tech- NTSDC sited itsfirg tenant ingde the fence a the NTS in the Engine Maintenance
and Assembly/Disassembly Building (EMAD). Huid Tech deans and certifies for reuse
equipment that may have been contaminated. Since its occupancy a EMAD, Fluid Tech's
business has expanded and they are now negotiating for additiona space. In addition, Fluid
Tech isworking with the DOE to facilitate dleanup of the facility for a savingsto DOE.

The following information provides an update on the mgor accomplishments of sdected projects
funded by CSTRR:

C Nevada Solar Summits - The first Southern Nevada Solar Summit was successfully planned
and executed on July 20-21, 1999. The conference featured speakers from government and
private industry, static displays, and opportunities for networking and information exchange. A
gmilar Summit was scheduled for Northern Nevada early in the next fisca year. The Summit
series provides information on solar and other aternative energy programs to energy usersin
Nevada and nearby states.

C Nevada Sustainable Energy Council - Thisis a statewide codition of energy efficiency and
renewable energy supporters. The core group is comprised of solar and other renewable
energy advocates, academics, industry representatives, and government officials. The Council
meets quarterly to work on public policies that will support better use of the renewable
resources in the State.
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C Million Solar Roofs Initigtive - CSTRR is the lead partner for the Nevada Million Solar Roofs
Partnership. Using both DOE-supplied funds and funds furnished by the Sesttle Support
Office, CSTRR has engaged in a comprehensive effort to identify and address barriers to the
indalation of solar therma and solar eectric systems on buildingsin Nevada and Arizona.
Issues related to dectrical interconnection, building codes, and cogts have surfaced asiinitia
barriers to success.

C Solar Hot Water Heaters for New Residentiad Congtruction - A CSTRR-led consortium was
awarded a contract by DOE/Golden to develop, demonstrate and market a solar hot water
package to be offered as an option on new residentia construction in Nevada and Arizona.

C Green Power Program - CSTRR worked with a Nevada utility and regulatory entitiesto
develop and implement a green power program for agpplication by both Northern and Southern
utilities. With the program, utility customers are able to request that a portion of their dectrica
needs be met from green resources.

The following information provides an update on the mgor accomplishments of sdected projects
funded by the Internationa Brotherhood of Teamsters (IBT):

C ThelBT will partner with the Teamsters Loca Union 631, the Nevada Operations Office, and
its contractor, Bechtel Nevada, to certify licensed commercid drivers at the IBT/NTS Training
Center. The god of the program isto provide new skills for workers that will alow them to
ather trangtion to future jobs at the test Site or employment in the private sector. The program
will help provide skills that will employ displaced workersin the locd labor markets and
contribute to the economy of communities around the Site.

Exhibit 11.16 on the following page provides a summary of al projects funded between FY 1993 and
September 30, 1999.

11.4.7.7 Future of the Site

Based on funding identified in the FY 2000 House and Senate Energy and Water Approprigtion
reports and DOE/NV’ s current understanding of funding adjustments to be made by DOE
Headquarters Program Offices, projections for FY 2000 indicate that Bechtel Nevada will separate
less than a hundred employees. Adjustments to the mix of skills required to perform the FY 2000
scopes of work and the further need for efficiency of operations are the anticipated cause of these
reductions. Any separations that take place are expected to occur sporadically throughout the year.
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11.4.7.8 Accomplishments and Lessons Learned

Both BN and WS have successful preference-in-hiring programs as mentioned above.

Erom FY. 1993 throuagh FY 1999
Jobs Created
Total DOE Jobs Created or Retained
Funds Funds or Retained Cost Per by 2003
Proiect Title Committed Spent (Reported) Job Created | (Fstimated)
Implementation (NTSDC) $3.800.000 $7.523.434 910 $8.268 2.350
Communications System for State
Department of Economic
Development Authgrities (NTSDC) $200.000 $200.000 755 $265 755
Community Reuse Organization
Initial Operations Startup (NTSDC) $500,000 $500,000 18 $27.778 18
International Brotherhood of
Teamsters1 $1.236.000 $711.376 3 $237.125 45
Corporation for Solar
Technologies and Renewable
RPQOIJY(‘PQZ $3.832.880 $2.776.323 6 $462.721 15
Start Up Grant* $20.000 $20.000 0 $0 (0]
Totals $14.588.880 $11.731.133 1.692 $6.933 3.183

* Funds used for planning or administrative purposes. Job creation not intended.
Note. See Appendix G for footnote explanations.

Exhibit 11.16 Nevada Funding and Job Creation by Program
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11.4.8 Oak Ridge Complex
11.4.8.1 Background

The Oak Ridge Complex isalarge and diverse multi-disciplinary enterprise that spans the technology
development continuum from purely basic science to full-scae production deployment capability. The
Complex includes the East Tennessee Technology Park, the Y-12 Plant, the Oak Ridge National
Laboratory, and the Oak Ridge Ingtitute for Science and Education. These facilities have been

devel oped over the past 50 years and provide a formidable resource to develop and deploy basic and
gpplied research and production to assst U.S. industry. Over the years, the missions of the Oak Ridge
facilities have changed to reflect the nation’s needs and global events.

East Tennessee Technology Park. The East Tennessee Technology Park (ETTP), formerly the K-
25 Site, was built in the 1940s as part of the U.S. Army’s Manhattan Project and was home of the Oak
Ridge Gaseous Diffuson Plant. The Plant’s misson was production of highly enriched uranium for
nuclear weapons. From 1964 to the mid-1980s, the Plant’s primary mission was production of only
dightly enriched uranium to be fabricated into fud elements for nuclear reactors. By 1985, demand for
enriched uranium had declined, and the gaseous diffusion cascades, and actions necessary to implement
that decision fully, were initiated soon theregfter. In 1997, the Site was renamed East Tennessee
Technology Park to reflect its new misson of reindustridization and reuse of Ste assets through leasing
to and partnering with private industry.

In 1998, the site changed from a Management and Operating (M& O) contract to a Management and
Integration (M&I) contract. In order to minimize trangition costs, the mgority of the ETTP work force
transferred to the M&|1 or one of its principle subcontractors, or remained in the current contractor
workforce. The misson of the ETTP has evolved into the reindudtridization and reuse of Ste assets
(i.e, facilities, equipment, materias, utilities, and trained workforce) through leasing of vacated facilities
and incorporation of commercia industrid organizations as partners in the ongoing environmental
restoration, decontamination and decommissoning, waste trestment and disposal, and diffusion
technology development activities.

Y-12. TheY-12 Plant was aso constructed as part of the World War 1| Manhattan Project. It
originated as afacility to separate Uranium-235 used in the first atomic bomb. During the Cold War
years, the Plan became a precision manufacturing facility. With the end of the Cold War, Y-12's
mission shifted from nuclear wegpon component production to wegpons disassembly, storage and
management of specia nuclear materids, and evauation of the nuclear ockpile. The Plant’s primary
missions today include production of complex components and assemblies; safe and secure storage of
nuclear materids; dismantlement, disposition, evauation, and assessment of wegpons components,
trangtion of the plant Sze to meet Department needs; transfer of technology to private industry;
maintenance of Department capabilities; and support of other nationd priorities. The Oak Ridge
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Centers for Manufacturing Technology (ORCMT), located on the Y-12 Plant Site, gpplies ills,
capabilities, and facilities developed over the 50-year history of the Oak Ridge Complex to a variety of
peacetime missons.

Oak Ridge National Laboratory. The Oak Ridge National Laboratory (ORNL) was founded in
1942 during the Manhattan Project and is currently the most programmeatically diverse of the
Department’ s five multiprogram energy laboratories. In support of the Department’ s missons, ORNL
conducts basic and applied research and development to create scientific knowledge and technological
solutions that strengthen the nation’ s leadership in key areas of science; increases the availability of
clean, abundant energy; restores and protects the environment; and contributes to national security.
ORNL isaprimary performer of research and development in the basic energy science, energy
efficiency, environmenta science and technology, nuclear physics, and biologica sciences. A request
for proposals (RFP) wasissued for the M& O contract for ORNL during 1999 and a new contractor
will be selected and assume responsibility for ORNL on April 1, 2000.

Oak Ridge I nstitute for Science and Education. Oak Ridge Indtitute for Science and Education
(ORISE) was established in 1946 to develop and provide capabilities critical to the nation’s science
and technology infrastructure, particularly in energy, education, hedth and the environment. The
mission of ORISE includes developing critical research and operationd capabilitiesin the work force
hedth and safety, nationa security, environmental assessments, science education, and technicdl training
for Department of Energy and other governmenta agencies.

11.4.8.2 History of Work Force Restructuring

Work Force Restructuring within the Oak Ridge complex begins with comprehensive work force
planning. Under the direction of senior management and the human resources organization,
programmatic budgets and needs are evauated in regards to work force needs. Support and service
organizations prepare work force projections in accordance with steadily declining overhead budgets.
The reaults of al studies are compiled, and work force impacts determined. Work force planning is an
ongoing process, however, Work Force Restructuring impacts are reviewed as necessary by the
managing and operating contractors and the Department.

Work Force Restructuring at the Oak Ridge Complex began in FY 1993. There were 4,310
separations from FY 1993 through FY 1998; 69 percent were voluntary and 31 percent were

involuntary.

ETTP. Bechtd Jacobs Company, LLC a ETTP did not have any Work Force Restructuring
activitiesin 1998 under itsM&I contract, which was effective April 1, 1998.
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Y-12 Plant. From FY 1993 through FY 1997, Lockheed Martin operated the Y-12 Plant and the
ETTP gte. During that time, it had nine work force restructuring activities. Of the totd separations, 67
percent were voluntary and 33 percent were involuntary reductions. Voluntary programs have included
two retirement incentives (in 1994 and 1996) and five Voluntary Reduction-in-Force (VRIF) programs
(i.e,, normal severance packages). The voluntary reductions have served to reduce involuntary
reductions consderably while preserving the critica skills necessary to support the facility’ s misson.
The percentage of voluntary reductionsin FY 1997 was lower than in previous years, as the personnd
reduction targeted specific programs. At Y-12, atotal of 226 employees were terminated in FY 1998,
including 67 involuntary reductions and 159 voluntary reductions.

ORNL. From FY 1993 through FY 1998, there have been nine Work Force Restructuring programs
a ORNL. Each program included a voluntary opportunity to minimize the number of involuntary
reductions. Of the total separations, 82 percent were voluntary and 18 percent were involuntary
reductions. Voluntary programs have included one retirement incentive in FY 1994, one enhanced
severance package in FY 1996, and seven VRIF packages. These voluntary programs have helped to
successfully mitigate involuntary reductions and have dso ensured the preservation of critica skills
needed to meet ORNL’ s multiprogram research and development misson. Voluntary programs
continue to offer an attractive option for employees who wish to retire or terminate their employment
while diminating the need for an involuntary termination.

Magor laboratory initiatives in neutron science, functional genomics, and high-performance computing
require the addition of specidized scientific and technica staff concurrent with restructuring in declining
or completed programs. Members of scientific and technica daff are generdly not interchangeable
between disciplines and may not be interchangeable within adiscipline. Work force additions occur in
areas where the needed expertiseis not available. The Laboratory’s work force changes, including
concurrent separaions, are congstent with its misson.

ORI SE. Work force restructuring at ORISE began in FY 1995. Because ORISE did not recelve
funding for work force restructuring from FY 1995 through FY 1997, an enhanced voluntary
Separation program was not offered. However, avoluntary separation program, without enhanced
severance, was offered on alimited basis. Of the total 148 separations from FY 1995 through FY
1999, 22 percent were voluntary and 78 percent were involuntary. During FY 1999, there was a
decrease in the number of involuntary reductionsin Oak Ridge and one a an off-gte location, which
was five fewer than had been projected at the beginning of the year.
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11.4.8.3 Current Work Force Restructuring

In FY 1999, therewas atota of 402 separations throughout the Oak Ridge Complex (Exhibit 11.17).
There were 252 voluntary separations, including 169 non-retirement voluntary separations, and 83 net
positions reduced through attrition. There were dso 150 involuntary separations, al but one with
benefits. In addition to the separations, there were 40 workers placed interndly without retraining and
22 transfersto other Sites. A detailed account of work force restructuring at the Oak Ridge Complex is
included in the remainder of this section.

SITE: Oak Ridae EY 1909
Enhanced | Program Total Total
Workers [ Costs Costs Costs Cost/Recip
1.0lPnsitions Rediiced \/olintarilv (Note 1) 252 €N | 4591 221 $4 501 221 £12 219
11 Farlv Retirement
1.2 Non-Retirement Voluntarv Separations (Severance Onlv) 169 $0 | $4 591231 $4501.231 $27.167
12 Net Pasitions Rediiced Throninh Attrition a2 $0 S0 $0 $0
2 Olinvaluntans Senarations (Severance QOnh 150 $0 1 42 371 099 $2 2351099 $15 A74
21 With Renefits 149 $0 | $2351.099 $2 351.099 $15779
211 Non-canstriiction workers 149 $0 | 42 371 NAa $2 251 NA9 $15 779
212 Constriiction workers
2.2 Without Benefits 1 $0 $0 $0 $0
Work Faorce Restructuring Separations and Casts -- L ines 1.0+2.0 402 $0 | $6942 330 $6.942 330 $17.269
3 0|Remainina Affected Warkers $0 $0 $0
21 Workers Placed without Retraining 40 K0 40 S0 40
32 Woarkers Internallv Placed throuah Retraining
33 Transfers to Other Sites 22 $0 $0 $0 $0
4 0lOther Benefits Pravided $651.280 $316 619 $967.899
41 Disnlaced \Warker Medical Renefitg 209 0 $16 19 $316 819 $1.025
42 Relocation Assistance
43 Senarating ar Senarated \Waorkers | Isina Qiitnlacement 1162| $5R/5 716 0 $BR/8 716 {487
44 _ FEducation Assistance for Senarated \Warkers A1 $85 564 $0 85 564 $1.403
S.QITOTAI COSTS FOR FISCAI YEAR 1999 n/a $651 280 | $7 258 949 $7 910229 n/a
6.0|WORK FORCF REFSTRUCTURING SEPARATIONS (Averaae Costs) 402 n/a n/a n/a $20.022
Z OINON-RETIREMENT V/OIL LINTARY SEPARATIONS (All Ranefitg) 169 nla nla nla $30 6846
8.0lINVOI UNTARY SFPARATIONS (All Benefits) 149 n/a n/a n/a $19.258
9.0[Other Separations 7 $0 $0 $0 $0
91 Voluntarilv Senarated
92 ___lovoluntarily Separated Z $0 $0 $0 $0

Note 1. In addition to reported separations, 340 Lockheed Martin Energy Services positions outsourced.

Exhibit 11.17 Oak Ridge Work Force Restructuring Summary

During FY 1999, Bechtel Jacobs Company LLC had one Voluntary-Reduction-in-Force (VRIF)
Program (i.e., norma severance package) offered to employees. Of the total separations, 44 percent
were voluntary and 56 percent were involuntary reductions. A tota of 128 employees were terminated
in FY 1999, including 72 involuntary and 56 voluntary reductions.
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During FY 1999, Lockheed Martin Energy Systems (LMES) had one VRIF program that was offered
to employees. Of the total separations, 81 percent were voluntary and 19 percent involuntary
reductions. A totd of 63 employees|eft the payrall, of which 51 were voluntary, and 12 involuntary,
reductions.

During FY 1999, Lockheed Martin Energy Research (LMER) had 56 employees to terminate, of
which 41 percent were involuntary reductions, and 59 percent were voluntary reductions. Of the total
separaions, 23 employees were involuntary and 33 were voluntary reductions. LMER has 6 pending
Involuntary-Reductions-in-Force (IRIF), (and 34 pending VRIFs that remain unresolved and may take
place in FY 2000).

During FY 1999, ORI SE has continued with its past pattern of IRIFs— reacting to funding loss asit has
occurred. This resulted in the reductions occurring throughout the year and not at set times. Al
reductions during FY 1999 were involuntary. ORISE offered no voluntary reduction-in-force program.
A totd of 13 employees were reduced in Oak Ridge, down from the 27 last year. One off-site
employee was reduced. Two other employees who had received |etters were placed in the
organization in other pogtions. Of the 13 employeesin Oak Ridge who left the payrall, five had
received their lettersin FY 1998. Of the nine lettersissued in FY 1999, eight have left the payroll. One
will leave during late October 1999.

This year was the second year ORISE’ s offered the Educational Assstance benefit to displaced
workers. Last year, three former employees used the benefit. Two of the three have found regular
jobsthat offer the educationa benefit and have thus dropped out of the program. This year three
additional employees used the benefits. During FY 1999, ORISE had atotd of four employees use the
educationa assstance. In addition, three other employees indicate they plan to use the benefit.

Outsourcing. At LMES two mgor functions were outsourced. These functions were Travel Services
(8 employees) and Information Technology Services (361 employees). BJC, ORISE and ORNL did
not have any outsourcing activitiesin FY 1999.

Rehires. At LMES, 18 former employees were rehired during 1999. ORNL rehired two employees
viathe Jobs Opportunity Bulletin Board System. ORISE has had no rehires during FY 1999 in regular
or regular/part-time positions. One employee who recelved an involuntary reduction-in-force was
rehired in atemporary position in another area. Bechtel Jacobs Company LLC did not have any
rehiresin FY 1999. British Nuclear Fuels, Ltd. (BNFL) had one rehirein FY 1999.
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11.4.8.4. Costs and Cost Savings

The tota work force restructuring cost incurred in FY 1999 at Oak Ridge was $7.9 million, with $7.2
million in program cost and $651,300 in enhanced benefit cost (Exhibit 11.17). The average estimated
fully-burdened cost per non-retirement voluntary separation was $30,600, and the average estimated
fully-burdened cost per involuntary separation was $19,300. The average cost of displaced worker
medica benefits was $1,025, the average cost of outplacement was $487, and the average cost of
education assistance was $1,403. The average savingsin sdary and benefits for the 402 positions
reduced was $29.8 million; for a one-time severance cost of $6.9 million.

11.4.8.5. Outplacement

Lockheed Martin Energy Systems (LMES), a prime contractor within the Oak Ridge Complex,
operates the Career Center for the use of al Department of Energy Federd, contractor and
subcontractor displaced employees. The Career Center is operated as ateam effort by Lockheed
Martin Energy Systems and Star Access and is jointly funded by ORO and the Office of Worker and
Community Trangtion. The Career Center offers a variety of services such as resume preparation,
correspondence ass stance, computer access, job-search training, one-on-one counsding, copy
sarvice, fax and telephone service, workshops, reference library, unadvertised job leads, and success
teams. In FY 1997, the Career center moved to an offsite location and doubled its space, adding 41
computers for the use of contractor employees affected by downsizing efforts. In addition to the
Career Center, job search counsdlors are provided by Star Access, which isfunded by the Office. The
State of Tennessee, Department of Labor’s Workforce Network (formerly the Job Training
Partnership Act) aso has a staff member in the Career Center in order to assst laid off employees with
state-provided benefits. In FY 1999, the Career Center served 1,162 employees from 37 loca
Department of Energy funded contractors and/or companies.

Preference-in-Hiring. InFY 1999, 17 former Department of Energy contractor employees were
hired by LMES due to their section 3161 preference-in-hiring digibility. Each contractor has been
indructed to establish policies for implementing the preference-in-hiring requirement. Contractors have
posted resumes for digplaced workers onto JOBBS. Employees digible for the preference are
identified as Cold War workers. Whenever openings occur, employees currently on an impacted list
with reduction-in-force notices in hand are considered for firgt priority placement. Next, the postions
are open for internd job bids with the company. If no qudified candidates are found interndly, the
staffing offices of each contractor consults the JOBBS database and looks for displaced workers who
areidentified as Cold War workers. Findly, priority is given to former company employees who are
qudified for the job. There were 313 former employees digible for preference-in-hiring on September
30, 1999.
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11.4.8.6. Community Transition

The Community Reuse Organization of East Tennessee (CROET) was established in November 1995,
replacing the East Tennessee Economic Council as the local Community Reuse Organization (CRO).
The CROET is a non-profit economic development organization whose purpose isto assist the private
sector in creating qudity jobsin the region by using the under-utilized land, facilities, equipment,
personnel, and technologies available at the Oak Ridge Complex. Asthe CRO for the region, CROET
provides the community’ s Sngle voice to the Department for community trangtion issues.

CROET continuesto be involved in leasing agreements to achieve the reindudtridization of the East
Tennessee Technology Park (ETTP) and to help foster economic development in the affected
communities through Federd grants. As of September 30, 1999, atotal of $53.3 million has been
committed to the CRO and the Management and Operating contractor; $47.2 million of which has been
spent. A tota of 4,331 jobs have been created or retained, with an additional 2,082 projected by the
year 2003. Exhibit 11.18 provides an dlocation of job creation and funding statistics by sx economic
development categories at the Site between FY 1993 and September 30, 1999.

EY 1993 through FY 1999
Jobs Jobs Created
Total DOE Created or or Retained
Funds Funds Retained Cost Per by 2003
Proaram Area Committed Spent (Reported) § Job Created | (Estimated)
Entrepreneurial Development $0 $0 0 $0 0
Financing Programs $2.000.000 $1.966.503 210 $9.364 260
Reuse of On Site Assets $13.405.000] $8.263.914 211 $39.165 714
Trainina $19.542.000] $19.214.063] 1.467 $13.098 1.512
Land, Facilities, Research and
Development Assistance $16.780.000 $16.411.331 2.435 $6.740 3.912
Planning / Program
Management $1.525.000 $1.342.685 8 $167.836 15
Totals $53.252.000 $47.198.496 4.331 $10.898 6.413

Exhibit 11.18 Oak Ridge Community Transition Funding and Job Creation
The following information provides an update on the mgor accomplishments of CROET during the
period:

C Manager'sDiversty Award - CROET was awarded the Manager’' s Diversity award by former
DOE-ORO Manager James Hdl in recognition for outstanding support of DOE’ s Diversity
Programs. Grant funding which contributed to this prestigious award included: funding to a
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regiona community college which is expanding into an economically-challenged area of East
Knoxville internships to students of historicaly black colleges and universties; grant funding to
two woman- or minority-owned small businesses; and awarding at least 10 percent of the small
bus ness loans to minority companies.

C Horizon Center Industriad Park - The Horizon Center Industrid Park iswell underway toward
its completion and, during this period, had the first tenant sign alease to locate in the Park.
Congruction of a$25 million facility that will eventudly employ 240 high-technology peopleis
aready underway for Theragenics, Inc., amedical isotope company that uses a patented
process to diagnose and treat cancer.

C Fiftieth Lease Signing - A specid reception recognizing the signing of the 50" lease at ETTP
took place during this period. This lease was particularly important as it was Sign with The Oak
Ridge Nationd Recycling Center, ajoint venture of Diversfied Environmental Services (a
minority, woman-owned business headquartered in Oak Ridge) and 5R of Wisconan, whichis
nationaly recognized for expertise in de-manufacturing and recycling eectronic components.

C CROET and Technology 2020 Partnership - CROET and Technology 2020 recently
announced a partnership to establish a new micro-loan fund to support technology-based start-
up companiesin East Tennessee. The U. S. Smal Business Administration has provided
$300,000 to initidly capitdize thisloan fund. The Business Mentoring Program established
through Technology 2020, which assigns ateam of successful regiond entrepreneurs to
representatives of new area businesses with the intent of enhancing the new business success
rate, will be apart of this partnership.

C  $600 Million Saved - CROET has helped save DOE moare than $600 million, with $34 million
derived from innovative leesng and bartering arrangements that will reieve DOE of the costs of
upkeep and utilities. A $550 million savingsis projected from DOE's contract with BNFL to
clean up three of the largest buildings at the East Tennessee Technology Park site. BNFL will
clean up the buildings well ahead of DOE's origina schedule and will employ a chegper
technology than those avalable to DOE. A $16 million savings was redlized from a company's
cleanup of amachine shop at the site, which was finished three years ahead of schedule.

Exhibit 11.19 on the following page provides a summary of al projects funded between FY 1993 and
September 30, 1999.

11.4.8.7 Future of Site

Based on Bechtel Jacobs Company’s current subcontracting plans and best forecast of the FY 2000
budget, it is anticipated that additiona reductions in staffing will occur through FY 2000. These
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reductions will affect Bechtel Jacobs Company LLC, LMES, and LMER, asthe M&| contractor
implements its subcontracting strategy.

Bechtel Jacobs Company LLC forecast isthat atotal of up to 500-600 reductions will occur asit
completes the Management and Integration trangtion, including approximately 175 reductions
associated with anticipated funding reductionsin FY 2000. Note that asignificant portion of

From FY 1993 through FY 1999
Jobs Jobs Created
Total DOE Created or or Retained
Funds Funds Retained Cost Per by 2003
Proiect Title Committed Spent (Reported) 1Job Created (Estimated)
Completed Projects
Workforce Restructuring Planning
Assistance Grant* $300.000 $217.598 0 $0 0
Manufacturing Technology
(ORCMT) $10.000,000] $10.000,000 1.358 $7.364 1.358
Manufacturing Skills Camopus $17.302.000] $17.302.000 1.208 $14.323 1.208
East Tennessee 2000-Feasibility
Studies* $100,000 $100.000 0 $0 0
21st Centurv Jobs Initiative** $750.000 $717.444 0 $0 0
Technology 2020 - Regional
Research and Development $1.500.000 $1.,493,595 12 $124.466] 12
Technical Assistance for the Reuse
of DOE Eacilities and | and® $100.000 $100.000 0 $0 0
Current Projects

City of Oak Ridge/Roane and
Anderson Counties' projects $1.100,000 $1.100,000 548 $2.007 1.250
East Tennessee 2001:
Implementing the Vision $12.100.000] $11.604.442 982 $11.817 1517
New Business Development - DOE
Small Business Grant $2.000,000 $1.966.,503 210 $9.364 260
East Tennessee 2002 $4.000.000 $228 570 ol $01 748
National Electronics Center
Recvcling Project’ $4.000,000 $2.368,344 13 $182.18 60
Totals $53.252.000] $47.198.496 4331 $10 89:' 6.413

* Funds used for planning or administrative purposes. Job creation not intended.
** Funds used for planning or administrative purposes.
Note. See Appendix G for footnote explanations.

Exhibit 11.19 Oak Ridge Funding and Job Creation by Program

Fiscal Year 1999

82

Annual Report



Office of Worker and Community Transition

reductions have shifted from FY 1999 to FY 2000 due primarily to schedule ddlaysin award of the
associated subcontracts, delaysin trangtion of represented work force at Y-12, and delaysin trangtion
of USEC work force at both Paducah and Portsmouith.

In the future, the Y-12 Plant will be integrating manufacturing, engineering, and development
technologies with an emphasis on protecting the environment and ng the hedlth and safety risks of
the public and its employees.

Facilities and expertise developed and maintained in Oak Ridge are essentid to the Nationd Security
Program. Capabiility for nuclear wegpons component production and qudity evauations will be
maintained, aswell asthat for dismantling and storing nuclear materias from retired wegpon systems.
The Centers for Manufacturing Technology will leverage and capitdize on this nationa security
expertise to support industrial manufacture of highly intricate equipment and prototypes. In FY 2000,
Y-12 will have amgor downszing initiative due to Department of Energy budgetary cuts and the need
for efficiency improvements. It is projected that 600-700 jobs may be eiminated. However, dueto
skillssmix issues and the need for new employees with criticd kills, alimited amount of hiring will also
occur.

ORNL will be completing a 2-year trangition process for Site environmental management programs by
midyear FY 2000. By thistime, gpproximately 200-300 ORNL employees will have trandferred to the
new Managing and Integration contractor, Bechtel Jacobs Company LLC or its subcontractors. Itis
likely that restructuring will be required in midyear FY 2000 to accommodate work force trangtion
resulting from remaining outsourcing of waste management tasks. Approximately 40-60 ORNL
employees may be affected by thistrangtion. It isanticipated that a voluntary reduction-in-force
program will be proposed and requested to minimize the number of involuntary reductions.

Late in 1998, the Department announced that LMER had selected a subcontractor to complete the
conventional design, and manage congtruction over the next 7 years, of the Spalation Neutron Source
(SNS) to be congtructed in Oak Ridge. The SNSis one of the Department’ s largest and most
important construction projects. The SNSwill produce bursts of neutrons for scientific experiments
that will explore the basic structure of matter. All key management positions for the SNS project were
filled during FY 1999. The congtruction effort, scheduled to begin in early 2000 will employ up to 600-
800 temporary construction workers &t its pesk.

In April 1999, the Department issued the Request for Proposals for the management and operation of
ORNL. The current contract, which ishdld by LMER, will expire on March 31, 2000. The new 5
year contract is expected to be awarded in December 1999, with the successful Offeror assuming full
respongbility for ORNL beginning April 1, 2000.
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FY 1999 wasfairly stable for ORISE with a continued dight decline. An unplanned funding shortfall at
the Atmaospheric Turbulence and Diffuson Divison Ste, managed by the Nationd Oceanic
Atmospheric Administration, increased ORISE's FY 1999 projected reductions from 12 to 19.

The actua number of ORISE employees reduced during FY 1999 in Oak Ridge was 13. At thistime,
FY 2000 looks much like FY 1999 with adight decline in some areas expected. ORISE’s projected
number of reductions for next fiscal year is 17.

11.4.8.8. Accomplishments and Lessons Learned

There have been anumber of accomplishments and lessons learned at the Oak Ridge Complex to
mitigate the impact of Work Force Restructuring.

Accomplishments:

C Supervisor Training. In September 1999, over 95 percent of the managers at Y-12 took this
training in preparation for the FY 2000 magor downszing.

C Notification Training. Bechtel Jacobs Company LLC aso provided Supervisor Training; a
forma workshop entitled Effective Notification. Training was conducted for supervisors who
give reduction-in-force notices to their employees. This training prevents many
misunderstandings that arise between the Company and/or supervisors and the affected
employees.

C Career Center used as Interview Ste. Approximately 12 companies have used the Career
Center in FY 1999 as an interview location for their open positions. In September 1999,
personnel from Rocky Fats visted Oak Ridge to recruit for their many open positions for
which aDOE "Q" clearance isrequired. The response was very good, with gpproximately 75
people expressing an interest in the Colorado jobs.

C  Reduced Work Week. ORISE indtituted a reduced work week for some employees when
current funding was insufficient to maintain a full-time work week, but there was il achance
that additiona funding would be provided, permitting them to return to afull work week. This
has been beneficid for employees because it has dlowed them to keep their benefits, even
though their hours were temporarily reduced. It has aso been beneficia for the organization
and the Department because it has averted the need for a reduction-in-force, loss of valuable
employees, expenditure of funds on RIF benefits, and cost of hiring new employees.
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C Management Training. Members of management aitended "Cregting a Supportive

Environment Following Reduction-in-force" seminar sponsored by Helpline, Incorporated.
Lessons Learned:

C Employees should be released to work at the Career Center as soon as current assignments
can be completed or transtioned. Work should be trangitioned to the immediate supervisors.
As soon as possible, the focus should be on what is useful to hdp the individua find anew job.

C Impacted workers are strongly encouraged to attend the two-day Job Search workshop.

C Line managers remain accountable for their employees during the 60-day notice period.

C  For employeeswith computer accounts, accessis limited to email and internet. Access to other
systems required for job performance must be authorized by the Divison Director.

C TheDivison or Deputy Divison Manager and the Section/Department Head of the employee
are to be present when the involuntary notices are issued.

C Contractorswill continue to utilize best practices in work force planning.

C The Carear Center maintains a Web page (Www.ornl.gov/career) and encourages people
recaiving reduction-in-force notices to submit resumes for incluson in the resume listing
maintained on the web page. Many former employees report receiving interview requests and
job offers as aresult of their resume listing on this Web page. The Web site dso includes
information about the Career Center, special announcements, workshop schedules, and job-
hunting Stes.

C Two tri-party agreements were reached between LMRS, LMER, Bechtel Jacobs Company
LLC, and the Atomic Trades and Labor Council a the Y-12 Plant and ORNL to fecilitate the
trangtion of hourly employees covered by the collective bargaining unit agreements from LMES
and LMER to BJC.

C TheLMES Employee Assistance Program has presented effective sessons on stress
management that address low morade in the workplace for employees who remain on the
payroll.

C Thetrangtion gaff a the Career Center cannot give fa se hopes to impacted employees and Hill

maintain their credibility. It isimportant for the trangtion staff not to promisejobs. Some
employees are more naturdly placed into jobs than other employees. The trangtion staff must
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try equaly to place al employees, but must encourage the employees to take an active part in
the job search.

C Attention has been placed on those employees who remain after Work Force Restructuring.
ORISE participated in a study of the survivor syndrome affecting remaining workers. This
study was completed by an employee working on her Masters thesis.

C All M&O and M&I contractor facilities formed a reduction-in-force review committee to
review the RIF decisons and judtifications of dl RIFs prior to their being approved by top
management. During the committee meetings, specid attention was paid to diverdty
condderations and impacts, including race, gender, disability, age, nationd origin, performance,
and company sarvice. The committee is concerned with preserving pecidized skillsand
competencies needed by the organization.

C TheAdjustment Assstance Coordinating Council, aloca stakeholder group hosted by ORO,
meets at least once a month to share information and concerns. This regular communication has
resulted in cooperation among contractors and subcontractors in the Oak Ridge areaand
enabled questions and concerns about Work Force Restructuring to be resolved more quickly.

C TheOak Ridge Operations Office developed a preference-in-hiring procedure after an
extengve process of consulting with contractor, subcontractor, and labor organizations. These
procedures clearly define the process DOE, contractors, labor unions, and the displaced
employee must follow in order to use the preference-in-hiring benefit.

C Career Center staff members have participated in several community events that have been held
to support those who have received RIF notices, their families, and the many smal businesses
that the displaced workers have begun.
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11.4.9 Ohio Field Office
11.4.9.1 Background

The Ohio Fidd Office, chartered in May 1994, manages multiple sites that were previoudy managed by
separate Operations Offices. Because each of these Sitesis currently dedicated to environmental
cleanup, the Department found it best to establish one office in Ohio to coordinate multiple Site needs.
The Ohio Fidd Officeis respongble for environmenta restoration, waste management, and other
Department of Energy mission activities & five Stes; four in Ohio and onein New York. Of those Sites,
only two - Ferndd and Mound - qualify as defense nuclear facilities.

Fernald. The Fernad Environmentd Management Project, formerly known as the Feed Materids
Production Center, comprises approximately 1,050 acres and is located about 20 miles northwest of
Cincinnati, Ohio. Between 1953 and 1989, the Center produced dightly enriched or depleted uranium
products for use in production reactors to make plutonium and tritium at other Department of Energy
gtes. In July 1989, uranium meta production was suspended to refocus resources on environmenta
restoration.

Mound. The Miamisburg Environmenta Management Project, formerly known as the Mound
Laboratory or Mound Plant, and originaly comprised of 300 acres, islocated about 10 miles southwest
of Dayton, Ohio, in the City of Miamisburg. From 1948 to 1995, the plant produced a variety of
nuclear materials and nuclear weapons parts and provided maintenance on the weapons stockpile. In
1993, the Department announced the find reconfiguration of the nuclear wegpons complex. Mound
was dated for cleanup and closure, and trangition to the local community for future reuses. At this point
in time, gpproximately 26 acres has been transferred to the local community. Beginning in 1994,
production was transferred to other Department of Energy Sites and resources were directed to
environmental cleanup.

11.4.9.2 History of Work Force Restructuring

Fernald. Therewere two work force reductions at Fernad between FY 1993 and FY 1996. One
involuntary separation of approximately 200 employees occurred in FY 1993, and one voluntary
separation program of about 400 employees was implemented in FY 1995 and FY 1996. A tota of
1,007 employees were separated from FY 1993 through FY 1996, including attrition. Of these, 81
percent were voluntary and 19 percent involuntary. There were no net reductions at Ferndd during FY
1997. In FY 1998, there were 12 positions reduced at the Fernad site, al were voluntary.

Mound. There were two work force reductions at Mound between FY 1993 and FY 1996; onein
FY 1994 and ancther in FY 1996. A totad of 827 employees were separated from FY 1993 through
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FY 1996; 93 percent were voluntary and seven percent involuntary. In February 1997, an involuntary
layoff was required, affecting approximately 25 people, which completed the reductions under the 1994
Work Force Restructuring Plan.

A new Site operating contractor, Babcock and Wilcox of Ohio (BWO), was chosen a Mound in
August 1997 and began operations under a performance-based completion contract on October 1,
1997. Prior to their startup, the contractor team offered employment to an estimated 760 out of the
860 Mound workers. Of those offers, about 700 accepted positions with the new contractor team.
Those who did not accept employment offers, and those who did not receive offers of employment,
either retired or were separated on September 30, 1997. Totd separationsfor all of FY 1997 were
184; 15 percent were voluntary and 85 percent involuntary. In FY 1998, there were 32 positions
reduced a the Mound site; 31 were voluntary separations, with only one involuntary separation.

During FY 1997, deanup schedules were aigned with the Office of Environmenta Management's
Accelerating Cleanup: Focus on 2006 plan, and the Ohio Fidd Office Strategic Plan. Ohio’'sVison
isto achieve closure of dl stesby 2005. In July 1997, the Secretary of Energy approved the Ohio
Feld Office Work Force Restructuring Plan; an umbrdla plan covering future work force reductions
a Ferndd and Mound. The plan lays out the Department’s preferred strategy for future work force
changes at Fernald and Mound. The ste contractor will make decisions on when work force changes
are needed, conddering avariety of factors such as cost, worker skill mix, and cleanup schedules,
when doing so. Changesto the plan may result from future policy or program changes. Because
Ferndd and Mound face closure within a decade, workers need to begin planning for the eventua loss
of their jobs.

In FY 1999, BWO completed a new basdline of the site and accelerated the critical path in severd
areas. Asaresult, BWO has added, or will add, 41 sdaried and 50 hourly positions to support this
acceleration.

11.4.9.3 Current Work Force Restructuring

Fernald. The Work Force Restructuring Program implemented during FY 1998 was carried over into
FY 1999. The Voluntary Separation Program (V SP) was open to gpproximately 150 individuasin
gpproximately 25 decreasing classifications. During the VV SP open application period, there were 35
individuals who applied for the VV SP; 30 were subsequently accepted. The baance of those individuas
in decreasing classifications moved into non-decreasing program areas or were absorbed as the result
in achange of work scope. In FY 1999, there were 70 separations from the Fernald site (Exhibit
11.20); 17 non-retirement voluntary separations and 53 positions reduced through net attrition. In
addition, there were 141 workers internally placed, 137 without retraining and 4 placed through
retraining.
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SITE: Fernald EY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0]Positions Reduced Voluntarilv 70 $0 | $185.542 $185.542 $2.651
1.1 Earlv Retirement
1.2 Non-Retirement Voluntarv Separations (Severance Onlv) 17 $0 | $185.542 $185.542 $10.914
1.3  Net Positions Reduced Throuah Attrition 53 $0 $0 $0 $0
2.0lInvoluntarv Separations (Severance Onlv) 0 $0 $0 $0 $0
2.1 With Benefits
2.1.1 Non-construction workers
2.1.2 Construction workers
2.2 Without Benefits
Work Force Restructurina Separations and Costs -- Lines 1.0+2.0 70 $0 | $185.542 $185.542 $2.651
3.0JRemainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina 137 $0 $0 $0 $0
3.2 Workers Internallv Placed throuah Retrainina 4 $0 $0 $0 $0
3.3 Transfers to Other Sites
4.0]Other Benefits Provided $0 $0 $0
4.1 Displaced Worker Medical Benefits
4.2 Relocation Assistance
4.3 Separating or Separated Workers Usina Outplacement
4.4 Education Assistance for Separated Workers
5.0]TOTAL COSTS FOR FISCAL YEAR 1999 n/a $0 $185.542 $185.542 n/a
6.0]JWORK FORCE RESTRUCTURING SEPARATIONS (Average Costs) 70 n/a n/a n/a $3.496
7 OINON-RETIREMENT VOI UNTARY SEPARATIONS (All Benefits) 17 n/a n/a n/a $14 393
8 OUNVOI UNTARY SEPARATIONS (All Benefits) 0 n/a n/a n/a $0
9 0lOther Senarations 0 $0 $0 $0 $0 |
9.1 Voluntarilv Senarated
9.2 lnvoluntarilv Separated

Exhibit 11.20 Fernald Work Force Restructuring Summary

Mound. The accderation of the critica path activities & Mound and the corresponding additiona
openings alowed anatura work force restructuring to take place. Employeeswho bid on an open job
were conddered firgt and the positions were filled from within. This aso occurred in the hourly ranks
by alowing the elevation of 10 Demo Techsto 2™ Class Craft employees. There were only two
separations a Mound in FY 1999, one early retirement and one voluntary separation (Exhibit 11.21).

Outsourcing. There was no outsourcing activity at Mound or Fernad in FY 1999,

Rehires. Fuor Daniel Ferndd rehired one employee during FY 1999.
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11.4.9.4 Costs and Cost Savings

Fernald. Thetota work force restructuring cost incurred in FY 1999 at Fernald was $185,542; all of
which was consdered program cost (Exhibit 11.20). There was no enhanced benefit cost. The average
estimated fully-burdened cost per non-retirement voluntary separation was $14,400. The average
savingsin sdary and benefits for the 70 positions reduced is $5.2 million; for a one-time severance cost
of $185,500.

SITE: Mound EY 1999
Enhanced | Program Total Total
Workers Costs Costs Costs Cost/Recip.
1.0|Paositions Reduced Voluntarilv 2 $0 | $40.499 $40.499 $20.250
1.1 Earlv Retirement 1 0] $32.382 $32 382 $32 382
1.2 Non-Retirement Voluntarv Senarations (Severance Onlv) 1 0] $8117 $8.117 $8117

1.3 Net Positions Reduced Throuah Attrition

2.0]lnvoluntarv Separations (Severance Onlv) 0 $0 $0 $0 $0
2.1 With Benefits
2.1.1 Non-construction workers
2.1.2 Construction workers
2.2  Without Benefits

Work Force Restrycturing Separations and Costs -- lines 1.0+2 .0 2 $0 1 $40.499 $40.499 $20.250

3.0|Remainina Affected Workers $0 $0 $0
3.1 Workers Placed without Retrainina

3.2 Workers Internally Placed throuah Retraining
3.3 Transfers to Other Sites

4.0|Other Benefits Provided $339.854 $0 $339.854
4.1 Displaced Worker Medical Benefits 651 $246 306 $0 $246 306 $3.789
4.2 Relocation Assistance

4.3 Sebparatina or Sepnarated Workers Usina Outnlacement

4.4 Education Assistance for Separated Workers 52| $93.548 $0 $93.548 $1.799
5.0|]TOTAL COSTS FOR FISCAL YEAR 1999 n/a $339.854 | $40,499 $380.353 n/a
6 0JWORK FORCF RESTRUCTURING SFPARATIONS (Averaae C0osts) 2 n/a n/a n/a $21.989
Z 0INON-RFTIREMENT VOI UNTARY SEPARATIONS (All Benefits) 1 n/a n/a n/a $11.596
SOUNVOIUNTARY SEPARATIONS (All Benefits) (0] n/a n/a n/a $0
9.0|Other Separations 0 $0 $0 $0 $0

9.1  Voluntarily Separated

9.2 lnvoluntarilv Separated

Exhibit 11.21 Mound Work Force Restructuring Summary

Mound. Thetota work force restructuring cost incurred in FY 1999 at Mound was $380,353 (Exhibit
11.21). The total program cost was $40,499 and the enhanced benefit cost totaled $339,854. The
average cost per early retirement was $32,000. The average estimated fully-burdened cost per non-
retirement voluntary separation was $11,600. The average cost of displaced worker medica benefits
was $3,789 and the average cost for education assistance for separated workers was $1,800. The
average savings in sdary and benefits for the two positions reduced is $148,000; for aone-time
severance cost of $40,500.
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11.4.9.5 Outplacement

The Department of Energy is committed to helping workers plan for their eventud trangition to new
careers after employment a Fernad and Mound. Outplacement services provide each site worker
access to sKkill assessments, workshops, resource libraries, and automated job listings, such asthe
Department’s JOBBS. These services help meet the spirit of section 3161 in asssting workers.

Fernald. During FY 1999, Fernald had budgeted $878,344 for professona and career development
activity for Fernald employees. The Career Development Center had 70 employees enrolled in
associate degree programs, 182 employees enrolled in bachelor degree programs, and 86 employees
enrolled in master degree programs through various local accredited colleges and universities.

Mound. The Mound Transition Center closed on September 30, 1998. BWO continues to input data
into and receive data from JOBBS. It is anticipated that a more formaized activity will again occur in
the out years, but thereis no budget dlocation at thistime.

Preference-in-Hiring. There has been no preference-in-hiring activity in FY 1999 at Fernald.
Mound' s preference-in-hiring activities have been in accordance with the Mound Work Force
Trangtion Plan. There were 5 employees hired a Mound who were preference digible. Asof
September 30, 1999, there were 49 employees with current preference-in-hiring status.

[1.4.9.6 Community Transition

Fernald. During FY 1999 the Ferndd Community Reuse Organization (CRO) undertook the work
necessary to complete a Community Trangtion Plan and Implementation Funding Request. Thiswork
necesstated extendve data gathering to complete a Community Needs Andysis, a Target Industry
Study, and Economic Impact Analysis and other related studies. The effort to establish program
priorities was facilitated by conducting over one-haf dozen Community Focus Groups, where
representatives from the leadership of the public and private sectors discussed their views on the
priority needs arisng from the eventua closure of the Ferndd facility.

Utilizing this background analysis and community input as the basis for establishing priorities, the CRO
completed a Community Trangition Plan document that was submitted to DOE by the end of June
1999. The Plan contemplates a multi-phased economic development program that suggests such
program activities as arevolving loan fund, aregiond marketing effort, an entrepreneurid assstance
program, an incubator feasibility study, assistance for the startup of Fernald worker enterprises and the
formation of aLocd Development Company that will focus on rurd trade arearevitdization. The
overdl request for firs-year implementation grant support of the Community Trangtion Plan isdightly in
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excess of $3 million. Tota implementation of the plan will require a three-year program totaling $12
million.

Efforts have been made to obtain community participation in the financing of the overdl effort. The
CRO heas dttracted the involvement of severd regiona economic development agencies for the funding
of the regiond marketing effort. In addition, funds have been recaived from the State of Ohio to help
implement the entrepreneuria assistance program. Findly, loca merchants have indicated a willingness
to provide partid funding for the implementation of the rurd trade arearevitdization activities.

At the end of the 1999 fiscd year, the CRO was continuing to await DOE action on the Community
Trandtion Plan. Utilizing carry-over funds from prior year grants, the CRO was anticipating continued
activity through the early months of FY 2000. Asof September 30, 1999, atotal of $412,100 has
been committed to the CRO; $336,921 of which has been spent. Exhibit 11.22 provides an alocation
of job creation and funding tatistics by six economic development categories at the Site between FY
1993 and September 30, 1999.

EY 1993 throuah FY 1999
Jobs Jobs Created
Total DOE Created or | Cost Per | or Retained
Funds Funds Retained Job by 2003
Program Area Committed Spent (Reported)| Created (Estimated)
Entrepreneurijal Development $0 $0 0 $0 0
Financing Proarams $0 $0 0 $0 0
Reuse of On Site Assets $0 $0 0 $0 0
Trainina $0 $0 0 $0 0
Land, Facilities, Research and
Development Assistance $0 $0 0 $0 0
Planning / Program
Management $412.100 $336.921 $0
Totals $412.100 $336.921 $0

Exhibit 11.22 Fernald Community Transition Funding and Job Creation

The following information provides an update on the mgor accomplishments of salected projects
funded by the CRO:

C A primary work dement under the Community Trangtion Planning grant was the completion of
an Economic Impact Study and a Target Industry sudy. The University of Cincinnati was
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utilized as the research unit for assessment of Fernald's economic impact on the grester
Cincinnati region over the next ten years of operation.

The Ferndd CRO continued to undertake most of its activities through close cooperation with
other regiona economic development organizations. One example of this cooperative effort
was the CRO's participation in aregionaly sponsored target industry study. This regiona
approach dlowed the CRO to have a knowledge of appropriate target industries that is much
more detailed than would have been the case if the CRO had undertaken such astudy on its
own. Thistarget industry study was included in the Community Trangtion Plan document.

The CRO has been successful in developing a set of guidelines and procedures for designation
of excess property for economic development purposes. This strategy will be utilized during the
implementation procedures to alocate equipment resources to potentia usersin the region.

The CRO submitted land reuse recommendations to DOE regarding the market potentid for an
economic development Site at the Fernald Environmenta Management Project (FEMP)
location. This recommendation was based on a study that assessed whether market demand
exigsfor utilization of this dte for commercid/indudtrid use over the next Sx years. The sudy
did not indicate any appreciable level of demand. However, the CRO' s recommendetion to
DOE suggested that the land should be set aside as areserve for future economic devel opment
and/or community facility utilization at some point pos-2006. A variety of potentia community
fecility uses were ds0 examined by the CRO and the comments on the utility of these various
proposas was included in the recommendationsto DOE. The CRO'sinput had a definite
impact on DOE’ s environmenta assessment that led to DOE decison making on find land use
disposition at the FEMP.

Exhibit 11.23 provides a summary of all projects funded between FY 1993 and September 30, 1999.

From FY 1993 through FY 1999

Jobs Created
Total DOE Jobs Created or Retained
Funds Funds or Retained Cost Per by 2003
Project Title Committed Spent (Reported) | Job Created | (Estimated)
Start Up/Planning Grant* $412,100 $336,921 0 $0 0
Totals $412,100 $336,921 0 $0 0

* Funds used for planning or administrative purposes. Job creation not intended.

Exhibit 11.23 Fernald Funding and Job Creation by Program
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Mound. The closure of the DOE Mound fecility initiated new roles and responsibilities for the
Department of Energy and led to the establishment of the Miamisburg Mound Community Improvement
Corporation (MMCIC), the local CRO. The MMCIC is a not-for-profit corporation established by the
City of Miamisburg to redevelop and reuse the Ste aswdll as transfer Mound assets for reuse. The
MMCIC was chartered with the vison of establishing the site known as "Mound” as an economicaly
viable, privatdy owned technology and industry center by 2005 - the Mound Advanced Technology
Center (MATC). In response to the challenges presented by the commercidization of the Mound
facility, the MMCIC deveoped the Miamisburg Mound Comprehensve Reuse Plan. This plan detallsa
long-range development plan and implementation strategy for the Mound trangtion. The technology
and industria park strategy is considered the highest and best use of the dite primarily because it works
within the limitations crested by environmenta congraints, market, financia, and political redities, as
well asloca economic development godls.

The focus now isthe commercidization of the Mound Ste. Theintent of the trangition effort isto: abate
the loss of jobs and unique technologica capabilities, provide continued economic benefitsto the
Mound work force, the local community, the region, the state and the Federa government; transfer a
clean steto thelocd community; and successfully trangtion the Mound

ste to Mound-based private businesses. Consequently, the mission of the partnership between DOE and
the local community (represented by MMCIC) isto identify and assemble the resources and
capabilities needed to address the impacts resulting from the Federa defense budget reductions and
Mound closure. The shared god is to maximize the cleanup and economic development opportunitiesin
order to achieve the successful reuse of Mound.

As of September 30, 1999, atotad of $19.7 million has been committed to the MM CIC, approximately
$10.7 million of which has been spent. Approximately 320 jobs have been created or retained, and the
CRO projects an additional 274 jobs by the year 2003. Exhibit 11.24 on the following page provides
an dlocation of job creation and funding Statistics by sx economic development categories a the Ste
between FY 1993 and September 30, 1999.

The following details Federd ass stance program/project accomplishments.

C Materids Research Indtitute leased 1400 square feet in the COS Building. The business
conducts research into ink-jet printing of flexible-circuit substrata. The company employs three

people.

C Building 104 was leased to Image Indugtries, a Miamisburg-based company established in
1968. A family-owned graphic design and printing business, Image Industries will
continue its commercid printing operations while expanding sales of “ Secret Image” scratch-off,
promationa advertisng materias. The company employs eight people.
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EY 1993 through FY 1999
Jobs Jobs Created
Total DOE Created or | Cost Per | or Retained
Funds Funds Retained Job by 2003
Proaram Area Committed Spent (Reported) Created (Estimated)
Entrenreneurial Develonment %0 S0 0 %0 0
Financina Proarams $0 $0| 0 $0 0
Reuse of On Site Assets $19.150.000] $10.681.486 320 $33.380 594
Trainina %0 S0 0 %0 0
Land, Facilities, Research and
Develonment Assistance $0 S0 0 $0 0
Planning / Program
Manangement K0 S0 0 %0 0
Total* $19.150.000] $10.681.486 320 $33.380 594

* Does not include Work Authorization Directive Funds of $550,000.

C

Exhibit 11.24 Mound Community Transition Funding and Job Creation

In preparation for the demoalition of E Building, severd companies and cgpabilities have moved.
CD Sygtems, Precision Joining, and various functions of BWO are sharing 47,000 square feet
of DS Building aswell asits operating costs. Mound Metdlurgical has eected to move off Ste,
athough the company did exercise an option to purchase equipment. The surface-science and
chemigiry capabilities have been moved to COS Building and are being marketed.

Secretary of Energy Bill Richardson visited the Mound Advanced Technology Center for a
ceremony marking the transfer of the first parcd of Mound property to the community. The
parcel, about 14 acres of the 306-acre site, includes buildings 100 and 105, which represent
nearly 33,000 square feet of space. Both buildings are under lease to private businesses,
Building 100 houses CareNOW of Gregter Dayton, and Building 105, Thaler Machine

Company.

For the firg time in months, additional excess buildings totaling 25,000 square feet have
become available to the MMCIC. In addition to the above-mentioned DS Building, Building
89, awarehouse, will be used for equipment storage; GH Building represents 5,000 square feet
of office space; and GPL is afiring rangeftraining facility.

Congtruction activities for the East Boundary Improvement project got underway on August 16,
1999. The project involves improvements to Mound Road, including widening and resurfacing
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of the existing two-lane road, improved turn-lane access, sdewalk, curb, storm sewer, street
lighting and water lines. Also included are improvements of the Main Hill Access Road,
construction of an interior cul-de-sac road, upgrade of the Mound Road entrance and a service
entrance, and sanitary sawer and parking improvements.

C Inresponseto the MMCIC' s application to EDA for funding of Phase Il improvements,
MMCIC was awarded $729,000. The proposed $1.5 million project would extend the East
Boundary Improvement Project to the top of the Mound Main Hill. The Upper Hill Road
Recondruction Project is the next step in implementing the Miamisburg Mound Comprehensive
Reuse Plan and includes the congtruction of roadways including curb, gutter, Sdewak, and
dreet lighting, the ingdlation of five parking lots, aswell asthe integration of the Steinto the
surrounding utility systems for water, storm water and waste water.

C  Work has begun on preparing two gpplications to Montgomery County’s ED/GE Program. The
first gpplication isfor Engineering costs related to the Upper Hill Road Recongtruction Project
for $90,000. The second gpplication for $350,000 in funding is for renovation work required to
lease building 87. MMCIC has two potentid tenants for that building.

C DOE has concluded, with the MMCIC' s support, that buildings M, H, B, and | should be
demolished rather than remediated and reused as origindly envisoned in the Comprehensve
Reuse Plan. Building M has limited reuse potentia, while Buildings H and B are located in close
proximity to the most severdly contaminated locations on Site. Razing these buildings will reduce
the cost to MMCIC of implementing the CRP by approximately $1.1 million.

C Utility rate negotiations were concluded and new prices became effective as of March 1, 1999.
The mogt ggnificant of the changesis an increase in the charge for eam hedting. The costs are
sgnificantly higher than the industria norm because of the single air-pass systems through the
buildings. For this reason, the MM CIC has completed a study to retrofit reuse buildings and
has initiated a process to devel op the engineering plans to complete this work for buildings
currently under its control. MMCIC anticipates using the DOE Facilities Trangtion grant to
pay the cost.

C Vidtstothe MATC by Governor Taft on June 2, and Ohio Director of Development Lee
Johnson on May 13, provided extraordinary opportunities to “show and tell” the Mound
redevelopment story. Both visitors expressed an understanding of the issues and needs as well
asagenuine interest in the trangtion effort. The project dso can help fulfill the State' s high-tech
job development gods. Thetiming of these visits was important because they came early in the
new Governor’s term and can serve asthe basis of relaionships for severa yearsinto the future
-- yearsin which the State will be asked to support the capital improvements needed to redlize
the Mound vison. Overdl, both visits can be consdered successful.
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Exhibit 11.25 provides asummary of al projects funded between FY 1993 and September 30, 1999.

From FY 1993 throuah FY 1999

Jobs Created

Total DOE Jobs Created or Retained

Funds Funds or Retained Cost Per by 2003
Project Title Committed Spent (Reported) | Job Created | (Estimated)
Miamisburg Mound Economic

Development Plan $14.700.000 | $10.681.486 320 $33.380 594
| Facilities Transition Grant $5.000.000 $0 0 $0 0
Totals $19.700.000 | $10.681.486 320 $33.380 594

Exhibit 11.25 Mound Funding and Job Creation by Program

[1.4.9.7 Future of the Sites

When Ferndd and Mound close, nearly 3,000 contractor employees will no longer be performing work
for the Department. Thereis no promise of long-term employment for Department of Energy work a
these dtes. The Department is working with community reuse organizations to identify reuse options for
the assats of each Ste. The god is to encourage communities to shift from dependence on the
Department as a key source of employment to dependence on private sector business activity.

Fernald. Anindependently vaidated project basdline supports the Site's accelerated cleanup
schedule. A disciplined work force planning processis being integrated with the project basdine to
provide management and workers with atwo-year planning horizon of required affing levels and skill
requirements. This information will enable management and workers to make informed decisons
relative to future employment opportunities at the Ste, or at other locations. During FY 1999, this
disciplined work force planning process will be fully implemented and operationd.

Mound. Babcock and Wilcox of Ohio anticipates completion of cleanup a Mound, with Site closure
by February 2003. Its contract includes a disciplined work force planning process that identifies
anticipated interim and find project completion. The community will use the informetion to attract
private industry to the area and to help workers trangtion to the private sector.

The MMCIC a Mound is now focusing on atracting established business firms to the ste. With the
support of Ohio’s Department of Development, aggressive marketing of emerging technology
opportunitiesis now underway. Utilizing the Univergty of Dayton Center for Business and Economic
Research and the University’ s Research and Devel opment Indtitute, an effective reuse of Mound's
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date-of-the-art destructive testing capability has been initiated in FY 1997. In addition, a collaborative
relationship between two Ohio defense converson metrology laboratoriesis being pursued, which
could make the state afoca point in thisincreasngly important field.

11.4.9.8 Accomplishments and Lessons Learned

C

Babcock and Wilcox of Ohio began operations at the Mound site on October 1, 1997 to
complete the site cleanup by FY 2003.

Congress funded the Department’ s “ Paths to Closure’ account to accelerate cleanup activities
at selected stes. During FY 1998, the Ferndd site continued its efforts to complete cleanup by
FY 2005. Congress expanded the closure fund program in FY 1999 to include the Mound
gte.

The Mound ste sdle by the Department to MM CIC was formally signed in January 1998, with
selected land parcds formdly transferred to the community at the end of FY 1999.

Fluor Daniel Ferndd's managed attrition program began in April 1998, and uses disciplined
work force planning to show employees their potential employment Stuation up to two yearsin
advance. Employeesin affected sill areas may agree to voluntarily separate a a future date
and begin recaiving tailored trangtion benefits. Fluor Danid Ferndd s god isfor employeesto
leave the site employed, not unemployed when their Fernald work is done.

In May 1998, Fluor Daniel Fernald's contract to operate the Fernald site was extended
through November 2000.

Fluor Daniel Ferndd and the Fernald Atomic Trades and Labor Council sgned afive-year
labor agreement reflecting the trandformation of the site from production to remediaion. The
contract provides mohility and flexibility of the work force to complete a sSgnificant portion of
the Ste's remediation by contract end.

Technology asssted learning through satdllite system and the Internet continues to expand.
Since garting two years ago, the number of students has tripled and includes contractor and
Federd employees from the Mound and Ferndd sites. Classes range from degree to
certification programs in engineering, environment, nuclear sciences, business, and security, as
workers prepare for new careers after cleanup is completed.

Responding to employee concerns, Fluor Daniel Fernald's Career Development Center
worked with local colleges and universitiesto cregte a deferred payment program to alow
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employees to pay no tuition up front, as usudly required by those indtitutions. Oncethe
employee successfully completes their program with aminimum “C” average, the employeeis
reimbursed for tuition and other costs and settles his’her account with the appropriate inditution.

C  Huor Danid Fernald implemented a craft certification program, where al crafts have an
opportunity to upgrade their skills to another status. Asthe Site downsizes and cleanup projects
are completed, skilled craftswill receive preferentid hiring at 32 other Huor Daniel locations
throughout the country and the world.

C Babcock and Wilcox of Ohio’s property donation program provided over $1.5 million of
computer equipment, furniture, and laboratory equipment to schools, colleges, universities,
churches, police departments, Y MCAS, and various youth organizations.

C  Huor Danid Ferndd's Career Development Center continues to work closdy with employees
in providing cregtive professiona development and training opportunities. As akey eement of
the managed attrition effort, the Center averaged over 500 employee vigts per month.

C Babcock and Wilcox of Ohio completed operation of its Outplacement Center due to
expiraion of digihility for those workers terminated by EG& G Mound Applied Technologies
on September 30, 1997.

C  Huor Daniel Fernadd managed attrition program reduced the Ste' s attrition rate to about four
percent by encouraging key skilled employees to continue working at the site and beginning
ther trangtion planning. Prior to the program, attrition was running up to eight percent, with
key skilled workers leaving the site. In addition, the average separation cost for those workers
leaving under the managed attrition program was about $5,500, compared to what would have
been an average of about $7,700 for involuntary severance for those same workers.

C Because of the completion of the basdine, BWO does not anticipate a downsizing until early
2003.

C InAugust 1999, DOE announced that the Fernald site contract completion activity would be
recompeted.
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